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A critical  review  n.f  the  military  literature  Indicates  that  incentives, 
organization  practices,  organization  climate,  joh  content,  sacisfactlon, 
intentJiMi,  expectations,  demographic,  psychological,  aptitude,  and  performance 
variables,  in  Isolation,  explain  a small  percent  of  the  variance  in  the 
dependent  variable.  In  addition,  the  Ilteruturc  review  notes  that  meaningful 
prcdlcto's  (such  as  the  size  of  the  military  accession  age  population, 
current  and/or  projected  reemployment  among  this  population,  the  rates  of 
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TOr-z^of  military  wages  to  civilian  wages,  and  DOD  separation  policies) 

have  been  omitted  In  much  of  the  past  research.  The  basic  conclusion 
of  the  study  is  the  need  for  the  Inclusion  of  additional  predictors 
In  multl-varlate  studies  which  have  strong  research  designs l 
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Introduction 


Attrition  among  first  term  military  personnel  is  an  Issue  o£  Justifiable 
concern.  Martin  (1977)  reported  attrition  rates  of:  20. 7X  in  FY  1971; 

21. 3X  in  FY  1972;  23. 6X  in  FY  1973;  and  29. IX  in  FY  197A.  Recently, 

(November  11,  1977)  press  dispatches  quoted  Assistant  Defense  Secretary 
John  White  as  indicating  a greater  than  40X  pre-end  of  first  term  enlist- 
ment attrition  race. 

Pre-end  of  first  term  attrition  cannot  be  evaluated  in  a vacuum. 

The  cost  and  end-strength  Implications  of  attrition  must  be  viewed  In  the 
context  of:  the  size  of  the  pool  of  potential  accessions;  success  of 
recruiting  efforts  in  attracting  qualified  accessions  within  the  all- 
volunteer  environment;  and  reenllatment  rates.  Further,  evaluation  of 
attrition  depends  upon,  among  other  things,  the  performance  of  those  being 
prematurely  separated;  whether  attrition  is  occurring  early  In  the  term 
of  enlistment  when  sunk  costs  are  relatively  low  or  later  In  the  term 
whan  replacement  costs  are  high;  and  the  marginal  costs  of  attempting  to 
"salvage"  a candidate  for  premature  separation. 

The  objective  of  this  paper  is  to  critically  review  and  summarize 
existing  attrition  research.  However,  since  original  choice,  first  term 
attrition,  and  reenllatment  are  Inexorably  related  from  both  conceptual 
and  policy  perspectives,  the  review  was  broadened  to  include  all  three 
dependent  variables.  Additionally,  studies  that  assessed  behavioral 
Intentions,  other  forms  of  withdrawal,  and  studies  unrelated  to  withdrawal 
but  of  related  interest  were  reviewed. 

Ah  will  become  evident,  the  preponderance  of  research  has:  focused 
on  reenlistment  intentions  and  behavior;  focused  on  demographic-biographic 
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predictors  or  economic  variables;  accounted  for  relatively  small  percentages 
of  the  variance  in  the  behaviors  of  interest;  and  suffered  from  various 
methodological  shortcomings.  The  need  for  eclectic,  multidimensional, 

and  lonRitudlnal  research  which  captures  individual,  rconomlc,  and  policy 
influences  on  attrition  will  be  noted. 

Research  Studies  Classification  System 

The  matrix  In  Figure  1 will  be  used  to  classify  the  military  research 
related  to  the  entry  and  withdrawal  procaaaea.  The  dependant  variables 
(criteria)  are  listed  In  the  left  column.  These  dependent  variables  are: 
original  choice;  attrition  prior  to  completion  of  obligated  aarvica;  actual 
reenliatment;  Intention  or  attitude  toward  reenllstmant;  completion  of 
first  term  and  recommended  for  reenlistment;  other  forma  of  withdrawal; 
and  atudlae  not  directly  related  to  withdrawal  but  of  possible  tangential 
Interest. 

The  Independent  variables  for  the  various  studies  are  listed  In  the 
row  across  the  top  of  the  classification  matrix.  The  Independent  variables 
move  from  economic  and  Incentive  variables  to:  organxitational  practices; 
organizational  climate;  job  content;  attitudes  and  sat-lsfactlon;  intentions; 
expsctatlons;  demographic  and  biographical  variables;  psychological  variables: 
aptitude  scores:  end  performance. 

Because  of  the  diverse  variables  that  have  been  •tud'*ad,  the  nultl-' 
variate  nature  of  acme  studies,  and  a desire  to  be  paralmonloua,  this 
classification  matrix  la  an  obvious  oversimplification.  However,  It  Is 
felt  that  this  matrix  will  provide  a useful  structure  for  organizing  the 


literature. 
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'i'he  variable  "organizational  climate"  is  used  in  a very  broad 
context  for  the  purposes  of  the  present  review.  It  is  recognized  that 
this  construct  is  the  object  of  continuing  controversy,  but  as  it  is 
employed  in  most  canes  in  this  paper,  climate  refers  to  the  Individuals’ 
perceptions  or  descriptions  of  the  military  organization  - how  it  deals 
with  members,  and/or  the  individuals*  perceptions  or  descriptions  of 
their  current  duty  assignment. 

Within  each  cell  of  the  matrix  is  listed  the  reference  number  which 
has  been  assigned  to  the  various  studies.  These  numbers  may  be  found  in 
the  reference  section  at  the  end  of  this  literature  review.  In  the  event 
a number  does  not  appear  in  a cell  of  classification  matrix,  no  studies 
were  found  that  dealt  with  that  particular  combination  of  Independent 
variable  and  dependent  variable. 

The  balance  of  this  military  literature  review  will  be  devoted  to  an 
analysis  of  the  studies  in  each  cell  of  the  classification  matrix.  An 
attempt  will  be  made  to  evaluate  the  practical  contribution  of  the  research 
for  each  rlassification  cell,  where  appropriate.  When  more  than  one  of  the 
independent  variables  Is  utilized  in  the  study,  reference  will  be  made,  to 
the  total  variance  accounted  for  as  well  as  the  variance  accountea  for  by 
that  specific  Independent  variable.  Several  of  the  studies  do  not  report 
Che  variance  accounted  for.  This  omission  will  be  noted  where  appropriate. 

Research  in  the  ureas  Included  in  this  literature  review  continue  to 
be  of  interest  to  the  military  services.  Very  recent  research  may  not 


have  been  included  In  this  study  becauae  of  the  need  to  establish  a cutoff 

i i 
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Che  military  research  In  Che  subject  area  since  1973.  The  authors  of  this 
paper  are  concurrently  preparing  a technical  report  reviewing  the  literature 
on  the  withdrawal  process  for  the  civilian  economy. 


aAssincATiQn  Umax  rot  mtiTMif 


In  the  varioKS  cells  of  the  Classlflatlae  IhtHx  refer  to  — litrei  stodles  to  the  Referwce  SectiM. 
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Economic  Variables  and  Incentives  Studies  Related  to  J 

Original  Choice  ! 

Altman  and  Fechter  (1967)  completed  a study  which  attempted  to 
estimate  both  the  supply  of  military  personnel  and  the  additional  budgetary  : \ 

costs  of  shifting  to  an  all-volunteer  military  services.  The  study  specified  I i 

I 1 

that  legal  and  administrative  constraints  on  recruiting  practices  made  it  i 

i I 

difficult  to  segment  variations  in  supply  of  enlistees  (and  officers)  from 
va'‘latlons  caused  by  demand  factors.  Independent  varlablea  used  to  predict  | > 

enlistment  were  1)  the  si^e  of  the  18-19  year  old  male  population  rate,  : j 

2)  the  male  18-19  year  old  unemployment  rate,  3)  major  changes  in  draft  || 

pressure  and  4)  seasonal  factors.  The  conclusions  of  the  study  wars  that 
1)  periods  of  relatively  high  civilian  unemployment  tended  to  produce  a 

greater  than  average  number  of  volunteers,  2)  periods  of  relatively  high  ^ 

"draft  pressure"  (increased  world  tensions)  also  produced  higher  than  average  j ; 

levels  of  c.jllsteas,  and  3)  enlistments  wpre  above  average  in  the  quarter 
following  high  echo  graduation  and  below  the  yearly  average  in  the  fall  and 

i 

j \ 

spring.  The  regression  analysis  supporting  the  preceding  conclusions  | 

accounted  for  67X  of  the  variance  in  the  supply  prediction  equation.  In  | | 

■ I 

addition,  the  researchers  estimated  that  the  annual  marginal  cost  of  main-  | 

I 

taining  a 2.6S  million  person  all-volunteer  military  service  to  be  between  i 

' f 

$5.4  billion  and  $8.3  billion,  depending  on  the  level  of  civilian  unemploy-  : | 

munt.  The  regreaslon  analyses  supporting  the  preceding  conclusion  accounted  ' i 

■ >5 

' 1 

for  73X  and  64%  of  the  variance  for  the  Army  and  All  Service,  respectively. 

Fisher  (1969),  using  an  econometric  model,  also  attempted  to  predict  i • 


the  annunl  marginal  coat  of  maintaining  military  services  at  2.65  million 
men  in  an  all-volunteer  environment.  Fisher's  predictors  were  the  ratio  of 
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civilian  to  military  wages,  the  unemployment  rate,  and  the  accession 
rate.  The  time  series  regression  analysis  accounted  for  90X  of  the 
variance  in  enlistment  rate.  The  author  comments  that  time  series  and 
cross  sectional  analyses  "of  the  effect  In  changes  In  earnings  on  enlist- 
ments, with  and  without  the  draft,  are  In  agreement."  The  study  sub- 
sequently estimates  that  the  annual  marginal  cost  to  maintain  an  all- 
volunteer  service  would  range  between  $5.7  billion  and  $6.9  billion. 

Klotz  (1971),  in  a critique  of  Fisher's  research,  replaces  the 
military  accession  rate  with  the  military  Induction  rate  in  an  attempt  to 
obtain  "true"  wage,  unemployment,  and  draft  effects.  As  a results  of  this 
change,  Klotz  estimated  the  annual  marginal  cost  of  an  all-volunteer 
military  service  to  be  $300  million  to  $400  million. 

Hansen  and  Welsbrod  (1967)  developed  a model  for  the  investigation  of 
the  effect  of  the  draft  on  the  size  and  distribution  of  gross  national 
product.  The  results  were  somewhat  general  and  the  amount  of  variance 
accounted  for  was  not  stated. 

01  (1967),  also  estimated  the  marginal  cost  of  maintaining  an  all- 
volunteer force.  01  Indicated  that  elimination  of  the  draft  will  reduce 
accessions  not  only  by  the  2lX  who  were  previously  "true  enlistees",  but 
also  by  those  who  were  "reluctant  volunteers".  01  assumes  that  the  preceding 
losses  would  be  offset  by  Improvements  In  retention.  Predictors  were  pay 
levels  adjusted  for  age  and  time  In  service.  The  criterion  was  enlistment 
In  the  armed  forces.  The  study  concluded  that  the  annual  marginal  cost  of 
maintaining  an  all-volunteer  service  of  2.63  million  men  would  be  $4.0 
billion  plus  transition  costs  and  additional  retirement  benefits. 
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Glickman,  Goodstadc,  Korman,  and  Bomanczuk  (1973)  developed 
protocols  to  assess  the  Infludence  of  factors  affecting  enlistment. 
Interviews  were  held  with  S3  men  who  made  a commitment  to  enlist,  28  men 
who  visited  a recruiter  but  decided  not  to  enlist,  and  30  who  received 
recruiting  information  but  decided  not  to  enlist.  The  results  are  given 
in  percentage  form.  The  most  often  cited  positive  responses  (n^SS)  in 
the  decision  of  those  who  decided  to  enlist  were  job  training,  travel, 
educational  benefits,  financial  security,  maturity,  influence  of  the 
father,  influences  of  male  peers,  and  the  Influence  of  family  in  the 
Navy,  Influence  of  the  mother  and  influence  of  other  relatives.  Thirty- 
two  percent  of  those  responding  Indicated  financial/security  considerations 
affected  their  enlistment  decision.  The  most  common  negative  factors  (n>58) 
of  those  who  decided  not  to  enlist  were  to  finish  their  education,  Job 
goals,  length  of  enlistment,  the  loss  of  freedom,  th'  Influence  of  the 
recruiter,  and  the  influence  of  male  peers.  The  authors  summarised  their 
findings  indicating  that  the  youth  In  this  sample  were  Job  and  career 
oriented.  The  difference  between  those  choosing  to  enlist  and  not  to 
enlist  appears  to  bo  whether  or  not  the  Navy  was  perceived  as  providing 
meaningful  Job  and  career  goals.  Because  this  study  Is  multi-variate, 
it  will  appear  in  six  other  classifications. 

Hause  (1973)  investigated  the  effect  of  employment  opportunities 
on  first  term  enlistment  rates.  The  author  Indicated  that  his  model  did 
not  incorporate  relative  military/civilian  earnings  and  measures  of  the 
effect  of  the  draft.  In  spite  of  these  shortcomings,  using  a very 
large  sample  from  the  years  1957  to  1963,  unemployment  rate  accounted 
for  U'iX  of  the  variance  in  first  term  enlistment  rate. 
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Summary  - Economic  Variables  and  Incentive  Studies 
Related  to  Original  Choice 

Altman  and  Fechter,  Fisher,  Hansen  and  Welsbrod,  Klotz,  and  01 
contributed  research  that  attempted  to  deal  with  the  expected  cost(s) 
of  an  all -volunteer  military  service.  The  predicted  marginal  dollar 
cost  varied  from  $303  million  to  $8.3  billion  dollars.  The  bulk  of  the 
studies  report  a high  percentage  of  the  variance  accounted  for  In  the 
enlistment  rate  on  the  basis  of  the  specified  independent  variables. 

No  studies  were  found  to  verify  the  accuracy  of  the  predictions  made 
In  these  studies. 

The  Glickman,  ^ Original  Choice  study  Is  based  on  small  sample 
sizes.  The  results  are  stated  In  percentage  form  which  does  not  permit 
an  estimate  of  the  amount  of  variance  accounted  for  by  the  specified 
predictors.  Future  studies  in  this  area  should  utilize  substantially 
larger  sample  oizes  and  adequate  sampling  techniques  In  order  to  have 
meaningful  generallzablllty.  In  contrast  to  the  Glickman,  et  al  study, 
Hansen  utMlzed  a very  simple  design  where  one  variable  (unemployment) 
accounted  for  A3%  of  the  variance  In  enlistment  rates. 

A general  critique  of  the  Original  Choice  research  would  Include 
a need  for  the  inclusion  of  sampling  techniques  and/or  larger  sample 
sizes  as  well  as  a combination  of  economic  data  and  data  collected  from 
Individuals. 
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Economic  Variables  and  Incentives  Related  to 
Actual  Re-Enlistment 

Enns  (1975),  using  FY  1971  data,  with  a sample  of  1638  Navy,  Air 
Force,  and  Army  reenlisteea,  developed  a regression  model  to  estimate 
first  term  reenlistment  rate.  The  independent  variables  for  the  Air  Force 
and  Army  samples  were  the  variables  reenllstment  bonus,  proficiency  pay, 
estimated  civilian  earnings,  age,  race,  AFQT,  and  education.  The 
independent  variables  In  the  Navy  sample  were  the  variable  reenllstment 
bonus,  base  pay,  age,  race,  AFQT,  and  education.  The  combined  results 
for  the  Air  Force  model  specified  statistically  significant  predictors 
which  Included  the  VRB,  age  (negative  coefficient)  race,  and  education 
(negative  coefficient).  The  prediction  equation  accounted  for  3SX  of  the 
variance  in  the  reenllstment  rate.  The  combined  results  for  the  Army  model 
specified  statistically  significant  predictors  which  Included  the  VRB, . 
estimated  civilian  earnings  (negative  coefficient),  race,  AFQT  (negative 
coefficient),  and  education  (negative  coefficient).  The  prediction  equation 
accounted  for  32%  of  the  variance  In  the  reenllstment  rate.  The  combined 
results  for  the  Navy  model  specified  statistically  significant  predictors 
which  Included  the  VRB,  base  pay  (negative  coefficient),  race,  AFQT  (negative 
coefficient),  and  education  (negative  coefficient).  The  prediction  equation 
accounted  for  25%  of  the  variance  in  the  reenllstment  rate.  The  VRB  bonus 
was  a significant  predictor  across  all  models,  non-whites  were  found  to  reenlist 
at  a higher  rate  across  all  models,  and  education  was  negatively  related  to 
reenllstment  rate  across  all  three  models. 

Haber  and  Stewart  (1975)  compared  Navy  reenllstment  rafes  In  1971  and 
1972.  These  years  were  chosen  because  a large  pay  Increase,  primarily 
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in  the  lower  grades,  was  Instituted  in  November  1971.  The  study  assumed 
that  comparable  civilian  earnings  were  unchanged  In  the  specified  time 
period.  The  general  findings  of  the  study  Indicate  that  a 1%  pay  Increase 
resulted  in  a 3%  increase  In  reenllstment  rates  for  about  one-half  of  the 
sample.  Reenllstment  rates  for  craftsmen  went  from  7.9Z  to  11. 9X  when  no 
variable  reenllstment  bonus  was  given;  whereas  among  craftsmen  who  received 
a VKB,  the  reenllstment  rate  went  from  24. 8X  to  31. 9X.  The  total  of  all 
occupational  groups  without  a VRB  went  from  10. 6X  to  14. 7X.  All  occupational 
groups  with  VKB  went  from  20. 4X  to  27. 3X.  Although  not  explicitly  stated  In 
the  study,  the  nun-VRB  group  Increased  Its  reenllstment  rate  by  38. 6X,  whereas 
the  occupational  groups  receiving  the  VRB  Increased  thler  reenllstment  rate 
by  only  33.8%. 

Klelnman  and  Shughart  (1974)  found  that  the  variable  reenllstment 
bonus,  using  a linear  regression  model,  accounted  for  52.1%,  35. 4X  and 
43.3%  of  the  variance  In  first  term  reenllstment  rates  for  FY  1965-67,  FY 
1968-69,  and  FY  1971-72,  respectively.  Using  a logit  regression  model, 
for  the  same  time  periods,  45.3%,  19. 4X,  and  44%  of  the  variance  In  FTRR  was 
accounted  for,  respectively.  With  respect  to  second  term  reenllstment  rate, 
the  authors  conclude  that  the  VRB  docs  not  appear  to  have  an  sffect  on 
continuation  within  the  Navy. 

Lindsay  and  Causey  (1969),  used  grade,  race,  military  occupational 
specialty,  and  statu  of  residence  as  predictors  of  actual  reenllstment.  The 
sample  was  divided  into  draftees,  first  term  regular  army,  and  eareer  regular 
army.  The  average  amount  of  variance  explained  by  the  study  for  the  three 
samples,  respectively,  was  about  2Z,  4X,  and  22X. 
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Maasell  (1976)  studied  a group  of  white,  high  school  graduates  with 
ages  of  less  than  19^  years  who  were  assigned  to  USAF  electronics  specialties 
and  made  their  reenllstment  decisions  during  FY  1972.  The  independent 
variable  is  "reservation  wages,"  l.c.,  levels  of  military  pay  sufficient 
to  induce  reenllstment.  Military  pay  was  defined  as  basic  pay,  quarters 
allowance,  subsistance  allowance,  federal  tax  advantage  on  non-taxable 
allowances,  proficiency  pay,  reenllstment  bonus,  and  the  variable  reenllst- 
ment bonus  for  a given  specialty.  The  sample  was  divided  Into  six  sub- 
groups. The  percent  of  vsrlance  accounted  for  ranged  from  38%  to  89%.  The 
author  states  that  reservation  wages  are  substantially  higher  than  mean 
comparable  civilian  earnings.  The  model  Is  designed  to  predict  group, 
rather  than  Individual,  behavior.  A critique  of  the  study  would  Include 
the  obr  rvatlon  that  the  standard  deviations  of  all  coefficients  In  the 
prediction  equation  were  3 to  5 times  larger  than  their  respective  means. 
Statistical  distributions  that  vary  dramatically  from  a normal  distribution 
are  generally  unreliable  for  prediction  purposes. 

McCall  and  Wallace  (1969)  examined  how  USAF  reenllstment  rate  varied 
with  changes  in  rate  of  pay.  The  research  design  included  an  experimental 
group  of  505  airman  who  had  electronics  specialties  who  left  the  Air  Force 
In  1962  and  repurted  civilian  earnings  in  196A.  The  control  group  included 
393  Air  Force  electronic  specialists  who  reenllsted  In  1962  after  their 
first  tour  of  duty.  The  findings  of  the  study  indicated  that  reenllstment 
rates  would  rise  between  SOX  to  70%  if  pay  were  Increased  by  $1,000.00. 

Tlie  prediction  uquatlons  explain  29.5%  of  the  variance  In  reenllstment  rate. 

Nelson  (1970)  studied  the  reenlistment  decision  question  in  the  Army. 
The  independciit  variables  were  dependent  status,  Vietnam  service,  and  combat 
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duty  which  was  subsequently  atatlfled  by  race,  education,  mental  score, 
and  mllirary  occupational  specialty.  The  fourth  Independent  variable  was 
the  ratio  of  military  to  civilian  pay.  This  ratio,  which  Is  determined 
by  "Individual  tastes  for  military  service,"  Is  the  minimum  ratio  required 
for  an  Individual  to  reenllet.  The  dependent  variable  is  the  reenllstmant 
rate.  The  sample  Is  composed  of  first  term  enlistees  In  1964.  The 
findings  of  the  study  Indicate  (1)  a 10%  change  in  the  ratio  of  military 
to  civilian  pay  may  affect  reenlistments  by  20-30%,  (2)  the  post-Vletnam 
all-volunteer  army  may  have  70%  more  enlistments  than  the  1967  Army,  and 
(3)  reenllstment  rates  for  Blacks  are  dramatically  higher  due  to  variations 
in  civilian  earnings  ability.  The  general  findings  of  the  study,  without 
stratification,  accounted  for  37.2%  of  the  variance  in  the  reenllstment 
rate  where  relative  pay  was  used  as  a predictor  and  60%  of  the  variance 
with  absolute  pay  as  a predictor.  The  coefficient  for  dependents,  psy, 
and  combat  potential  are  positive  and  negative  for  Vietnam  experience. 

Separate  regressions  are  presented  where  stratifications  of  Black  and  White 
are  utilized.  The  White  relative  pay  equation  accounts  for  71.1%  of  the 
variance,  whereas  the  Black  relative  pay  equation  accounts  for  17.6%  of  the 
variance  in  reenllstment  rate.  The  coefficients  for  the  White  equation  are 
the  same  as  for  the  general  equation.  The  coefficient  for  the  Black  equation 
has  positive  coefficient  for  relative  pay,  dependent,  and  Vietnam  and  a 
negative  coefficient  for  combat  duty.  When  the  data  are  modified  by  three 
categories  of  education,  the  variance  accounted  for  drops  to  22.2%,  30.3%, 
and  27.8%.  Further  changes  occur  in  the  coefficients  of  the  independent  variables  . 
The  author  suggested  that  the  poor  fit  in  several  of  the  equatlona  suggeats 
caution  in  the  ubu  ol  the  equations  for  prediction  purposes.  Violation  of 
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statistical  test  assumptions  and/or  considerations  may  have  led  to  the 
discrepancies  previously  noted. 

$ 

Quigley  and  Wilburn  (1969)  studied  the  reenllstnent  decision  as  a function 
of  dollar  pay,  marital  status,  grades  (E-2,  E-3,  E-4,  E-S),  proficiency  pay 
(P-1,  P-2),  high  school  graduate,  race,  age  at  decision  point,  aptitude, 
years  of  schooling,  average  civilian  earnings  opportunities  at  decision, 
and  Air  Force  Specialty  Code.  The  general  model  accounted  for  79.2%  of 
the  variance.  When  stratified  by  white,  non  white,  high  school  graduate, 
and  non  high  school  graduate;  the  variance  accounted  for  increased  to  81. 2X, 

8?. 52,  83.52,  and  82,9%,  respectively.  The  significant  positive  predictors 

In  the  general  equation  are  dollar  pay,  age,  and  race.  The  significant 
negative  predictors  In  the  general  equation  are:  proficiency  pay  two, 
years  of  education,  and  civilian  earnings.  In  each  of  the  four  previously 
mentioned  stratifications,  dollar  pay  la  positive,  high  school  graduation 
is  negative,  civilian  earnings  Is  negative,  age  was  positive,  and  each  of 
nix  occupational  areas  wan  positive. 

Sunnnary  - Economic  Variables  and  Incentives  related  to  Actual 
Re-Enllatmont 

The  studies  in  this  section  range  in  variance  accounted  for  from  2X, 
to  83.52.  Several  studies  had  methodological  shortcominga  which  cast  doubts 
on  tho  validity  of  their  reaullH.  Clearly,  the  Quigley  and  Wilburn  study 
was  a very  productive  research  project,  flo  major  methodological  flaws 
appear  to  exist  and  both  the  general  model  and  the  stratified  models  ara 
consistent  In  both  the  predictors  specified  and  the  amount  of  variance 
accounted  for.  Future  researchers  would  be  well  advised  to  build  upon  the 
combination  of  variables  reported  In  this  study. 
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Economic  Variables  and  Incant Ivea  Related  to 
Roenllstnent  Intentions 

Carlisle  (1975),  in  a study  of  1070  Marine  enlisted  personnel  In  the 
telecommunications  field,  used  a difference  In  means  test  to  compare  those 
Intending  to  reenllat  and  those  not  intending  to  rcenllst,  Bach  Marine 
was  given  several  categories  of  Intrinsic  and  Extrinsic  Job  Factors  to 
rate.  The  basic  categories  of  Intrinsic  Factors  included  the  work  Itself, 


achievement,  recognition,  responsibility,  and  growth.  Extrinsic  Job 
Factors  Included  working  conditions,  supervisor,  peers,  policies,  family 
and  social  life,  pay,  Job  satisfaction,  and  career  satisfaction.  Statisti- 
cally significant  differences  were  observed  between  the  group  which 

I 

intended  to  reenlist  and  the  group  which  did  not  Intend  to  reenllat.  The 
findings  Indicated  that  those  intending  to  reenllat  had  more  coarser  satis- 
faction.  Career  aatlef action  appeared  to  be  a function  of  feelings  of 
worthwhile  accomplishment  and  perceptions  of  their  work.  Those  intending 
to  reenlist  had  positive  perceptions  of  their  achievement,  their  growth, 
their  responsibilities,  the  recognition  they  had  received,  and  the  work 
Itself.  Each  of  the  above  are  intrinsic  factors  of  the  Job.  No  extrinsic 
factors,  for  example,  pay,  effected  their  intention  to  reenllat.  In  controat, 
those  not  intending  to  reenllst  were  affected  by  interference  with  family 
and  social  life,  had  negative  feelings  about  organisational  policies,  adminis- 
tration, peers,  and  their  supervisors.  Policies  were  viewed  as  being  too  re- 
strictive and  constraining.  Peers  were  viewed  as  being  uncooperative  and 
not  helpful.  Supervisors  were  viewed  as  being  unresponsive.  In  sddltlon, 
pay  was  considered  to  be  Inadequate  by  those  planning  not  to  reenllst.  In 
summary,  the  research  indicates  that  those  intending  to  reenllst  are  aatlsfled 
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with  Intrinsic  factors,  but  extrinsic  factors  did  not  appear  to  affect 
their  intention  to  reenliat.  Those  deciding  not  to  reenlist  were  primarily 
concerned  with  their  dissatisfaction  with  extrinsic  factors. 

Fisher  ami  Morton  (1967) . using  a "non-linear  dynamic  programing 
algorithm"  and  "survey  data,"  analysed  active  duty  pay,  retirement  pay, 
educational  bonofits,  housing,  fringe  benefits,  promotion  opportunities, 
and  incentives  as  prudictors  of  reenllstment  Intentions.  The  authors 
conclude  that  "for  every  Incentive  ...  an  increase  In  first  term  reenllst- 
ment  rates  results  In  an  Increase  in  costa."  The  authors  rcconmended  that 
thevNavy  offer  selective  reenllstment  Incentives  rather  than  a general 
reenllatment  incentive. 

Clickman,  Uoodstadt,  Korman,  and  Romancauk  (1973)  interviewed  five 
Navy  men  each  in  three  ratings  and  In  four  time  periods  In  the  Navy  ranging 
from  6 weeks  to  45  months.  A total  of  60  enllited  men  were  Interviewed. 

The  findings  Indlceted  that  interaat  in  reenllstment  declined  with  the  number 
of  month!  In  the  Navy.  Factors  affecting  reenllatment  intentions  vsrs 
stated  in  percentage  form.  The  positive  factors  and  the  average  percentege 
mentiunlng  them  were:  training  (36X),  aacurlty  (13X) , travel  (IIX) , end 
pay  and  benefits  (IIX).  The  negative  factors  and  the  average  percentage 
mentioning  this  as  affecting  reenllstment  Intentions  were:  sepsrstlon  (64X) , 
lots  of  freedom  (SIX),  unmet  sxpectatlons  (51X),  leaders  and  dlsorganlzstlon 
(42X),  inequitable  treatment  (38X),  buay  work  (36X),  long  houre/low  pay 
(33X)',  and  others.  This  nectlcm  is  concerned  with  economic  Incentives. 

Fay  iiiul  benefits  waa  fourth  of  four  items  in  the  positive  factors  and 
Ht'venth  of  tiliie  negative  factorn  affecting  reenllatment  intentiona. 
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Holoter,  Bloomgren,  Dow,  Frovenzano,  Stable,  and  Grace  (1973)  surveyed 
attitudes  of  1711  Navy  enlisted  personnel.  The  general  findings  were  that: 
career  counseling  had  no  effect  on  their  decision  Co  reenllst.  In  addition, 
agreement  existed  that  the  variable  reenllstment  bonus  would  have  a favor- 
able Influence  on  a decision  to  reenllst.  Blacks  rated  a Navy  career 
as  more  financially  advantageous  (compared  to  a civilian  career)  than  did 
whites.  The  amount  of  cash  received  as  a reenllstment  bonus  had  a greater 
Impact  on  reenllstment  Intentions  of  whites  than  blacks. 

The  Army  Office  of  Personnel  Operations  (1969)  conducted  a survey 
of  21,034  enlisted  mon  asking  how  27  factors  were  either  an  Influence  to 
stay  or  Co  leave  Che  Army.  Each  Item  was  ranked  on  a 7 point  scale-ranging 
from  "Strong  Influence  to  Stay"  to  "Strong  Influence  to  Leave."  The  factors 
on  which  more  Chan  20%  of  tha  respondents  Indicated  that  It  was  a "Strong 
Influence  to  Stay"  ware:  medical  benefits,  promotion  opportunities,  duty 
assignment,  Job  security,  retirement  benefits,  and  sducatlonal  opportunities. 
The  factors  on  which  more  than  20  % of  the  respondents  Indicated  Chat  It 
was  a "Strong  Influence  to  Leave"  were:  personal  life  In  the  Army,  leader- 
ship of  officers  and  NCO's,  frequency  of  moving,  civilian  Job  opportunities, 
Vietnam  altuation,  Army  food  and  facilities,  number  of  working  hours  per 
week,  wife's  opinion  of  the  Army  (when  married),  and  pay  and  allowances. 

Of  particular  Interest  to  this  section  la  that  26.2%  of  the  rsspondants  In 
1968  Indicated  chat  "pay  and  allowances"  were  a "Strong  Influence  to  Leave." 
Using  all  data  In  the  study,  a "retention  Index"  was  constructed.  The 
retention  Index  Is  derived  by  dividing  the  value  of  the  "Influence  to 
stay"  by  the  value  of  the  "influence  to  leave"  (or  vice  versa)  ■ 

The  larger  value  was  always  used  as  the  numerator.  Thus,  if  the  Influence 
to  stay  Is  of  higher  value,  the  Index  will  be  positive.  If  Che  Influence  to 
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le/ive  Is  of  higher  value,  the  Index  will  be  negative.  The  five  higheet 
Indices  "to  stay"  were  medical  benefits,  retirement  benefits,  educational 
opportunities,  opportunity  to  serve  In  the  national  Interest,  and  pro- 
motion opportunltlea.  The  five  highest  Indices  "to  leave"  were:  family 
separation,  civilian  job  opportunities,  Vietnam  situation,  personal  life 
in  the  Army,  and  frequency  of  moving.  Pay  had  a slightly  positive  index, 
but  ranked  next  to  last  on  positive  Indicators. 

Schneider  (1973),  using  Instrumentality  theory  as  a basis  for 
collecting  data,  compared  personal  perceptions  of  Navy  vs.  civilian  employ- 
ment. Adequacy  of  pay  was  one  of  30  outcomes  Included  In  the  study.  In 
a simple  correlation  between  Navy  and  civilian  outcomes,  pay  accounted  for 
approximately  8X  of  the  variance.  The  general  findings  of  the  study  were 
that  attraction  of  the  Navy  was  positively  related  to  reenllstmant  and 
career  Intentions  for  the  128  Navy  personnel  In  the  sample  for  their 
first,  second,  and  third  enlistments.  A corollary  finding  was  that  attraction 

•i 

of  a civilian  occupation  was  negatively  rsvatsd  to  raenllstment  and  career 
Intentions . 

Stoloff,  Lockman,  Allbrltton,  and  McKinley  (1972),  In  a study  of 
3115  Navy  men  aboard  ships,  attempted  to  determine  how  psychological, 
economic,  and  demographic  variables  affect  raenllstment  Intentions.  On  the 
basis  of  percentage  data,  raenllstment  intentions  were  most  often  rslatsd 
to:  pay  and  fringe  benefits,  advancement  opportunities,  duties,  and 

retirement.  On  the  basis  of  psreantage  data,  the  decision  to  resnllst  | 

was  most  often  related  to:  the  military  way  of  life,  the  amount  of  time  spent  || 

at  home,  leadership,  and  compensation.  On  the  basis  of  a regression  analysis  ) 

. ) 
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which  accounted  for  31%  of  the  variance  In  raenllatment  Intentions,  job 
security  and  pro  pay  were  among  12  statistically  significant  predictors. 

Frey,  Goodstadt,  Korman,  Romancsuk,  and  Gllckman  (1974)  conducted 
two  experiments  to  determine  whether  "more"  incentives  are  actually  "better" 
as  a reenllstmsnt  Incentive  in  the  Navy.  The  first  experiment  had  a sample 
size  of  607  first  term  enlisted  man  who  were  administered  questionnaires  by 
mall.  Single  incentives  were  compared  to  complex  Incentives.  Five  single 
incentives  (20  year  retirement  with  3/4  pay,  civilian  training  courses  credited 
toward  promotion,  one  term  of  educatlotal  leave  with  pay  and  tuition  for 
every  two  years  of  service,  IS  year  retirement  with  pay,  and  leave  the  Navy 
at  any  time  with  3 months  notice)  were  found  to  be  more  attractive.  The 
second  experiment  had  a sample  of  326  questlonnairae  administered  by  career 
counselors.  The  results  of  the  second  experiment  assentielly  supported  those 
In  the  first  experiment.  The  authors  conclude  that  "control  of  their  fata" 

Is  of  prime  Importance  In  Incentives  because  leaving  the  Navy  on  3 months 
notice  was  of  primary  Importancs. 

Summary  - Economic  Variables  and  Incentives 
Related  to  Reenlletment  Intentions 

Of  the  studios  revlowed,  pay  does  not  appear  to  bo  a potent  cause  of 
reenllatment.  Carlisle  and  Gllckman,  ot  found  that  pay  and/or  fringe  benefits 
essentially  had  little  effect  on  the  decision  to  reenllst,  but  did  effect  the 
decision  not  to  reenlist,  Schneider's  study  indicated  that  pay  accounted  for 
a very  small  proportion  of  the  variance.  Stoloff  found  that  pro  pay  and  job 
security  combined  accounted  for  approximately  14%  of  the  variance  in  reanlist- 
ment  intentions.  The  research  results  to  date  Indicate  that  pay  la  a predictor 
of  the  specified  criteria.  However,  the  magnitude  of  the  variance  accounted 
for  is  relatively  small. 
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Economic  Variables  and  Incentives  related  to 
Completion  of  Four  Year  Enlistment  with  a 
Recommendation  for  Reenllstment 

One  study  (Flag,  1969)  was  found  In  this  category.  The  criterion  for 
this  study  was  "effective  sailors"  which  was  defined  as  those  who  both  completed 
a four  year  tour  of  duty  and  ware  recommended  for  reenlistment.  The  sample 
was  composed  of  3630  recruits  entering  the  Navy  In  1960.  The  sample  was 
subsequently  divided  Into  a validation  group  (n»lS29)  and  a cross-validation 
categorised  Into  four  stages  which  were  A)  pra-anllstmentt  B)  second  week 
of  recruit  training,  C)  the  final  week  of  recruit  training,  and  D)  more 
than  two  years  of  active  duty.  In  stage  A,  fourteen  background  history 
variables  and  the  AFQT  were  used  as  predictors.  The  multiple  regression 
anslysis  produced  the  following  beta  weights:  education  (.229),  expulsions 
(-.134),  family  stability  (.081),  and  AFQT  score  (.134).  Approximately 
14X  of  the  variance  In  "effectiveness"  was  accounted  for  by  the  preceding 
four  Independent  variables. 

In  stage  B,  the  Independent  variables  Included  in  Stage  A,  four 
maastirea  of  cognitive  ability  (General  Classification  Test  Score,  Arithmetic 
Score,  Mechanical.  Score,  and  Clerical  Score),  and  a clinical  rating  from  a 
psychiatric  scrnenlng  examination.  The  multiple  regression  analysis  produced 
the  following  beta  velghta:  education  (.206),  expulsions  (%132) , family 
stability  (.088),  arithmetic  score  (.133),  and  mechanical  score  (.075). 
Approximately  15X  of  the  variance  In  "effectlvaness"  waa  accounted  for  In 
Stage  B by  the  preceding  varlablee. 

In  Stage  C,  four  additional  variables  were  added  to  the  Stage  A and  B 
variables,  The  four  additional  varlab.laa  ware:  average  weekly  test  scores, 
disciplinary  vs.  non-disc Ipllnary  action,  duty  assignment,  and  transfers 
because  nf  performance  deficiencies.  Ths  multiple  regression  analysis 
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produced  the  following  beta  welghca:  education  (.188),  axpulalons  (.122), 
family  stability  (.081),  arlthu  -tic  score  (.102),  falling  grades  In  school 
(-.038),  number  of  arrests  (.048),  weekly  test  scores  (.091),  and  transfers 
because  of  performance  (-J.54) , Approximately  17. 6X  of  the  variance  In 
"effectiveness"  was  accounted  for  In  Stage  C by  the  preceding  variables. 

In  Stage  D,  four  additional  meaeuree  were  added  to  the  variables  of 
Stages  A,  B,  and  C.  These  were:  officer  rating  of  adjustment,  record 
of  disciplinary  or  commendatory  action,  pay  grade  level  achieved  after 
2 years,  and  average  semi-annual  marks.  The  multiple  regression  analysis 
produced  the  following  beta  weights:  expulsions  (-.089),  arithmetic 
score  (.101),  transfer  because  of  performance  (-.009),  officer  rating 
(.141),  disciplinary  action  (-.133),  pay  grade  (.150),  and  semi-annual  marks 
(.135).  Approximately  25X  of  the  variance  In  "effectiveness"  was  accounted 
for  In  Stage  D by  these  Independent  variables. 

The  author  concludes  that,  even  with  additional  Information  obtained 
from  recruit  training  performance,  prediction  of  "effectiveness"  Is  not 
appreciably  better  In  Stage  C than  in  Stage  A.  It  Is  also  worthwhile  to 
note  that  the  predictors  of  "effectiveness"  In  Stage  D are  not  only  dramatically 
different  than  thone  found  In  Stages  A,  B,  and  C,  but  also  these  predictors 
increase  the  variance  accounted  for.  A criticism  of  the  study  Is  that  the 
variables  are  not  related  to  either  reenllstments  intentions  or  actual 
raonllstment.  Gonclualons  to  be  drawn  from  the  study  are: 

1)  predictors  of  "effectiveness"  differ  between  recruit  training  and 
duty  station  assignments. 

2)  a relatively  smell  amount  of  the  variance  is  accounted  for,  and 

3)  a need  exists  for  longitudinal  models  with  an  expandsd  member  of 
Independent  variables. 
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Economic  Varlablea  and  Incentives  Studies 
Unrelated  to  Withdrawal  Behavior 

Hui  k and  Mldlara  (1977)  developed  a model  to  analyze  the  cost  of  first 
term  enlisted  attrition  in  the  Navy  and  Marine  Corps.  The  preliminary  findings 
were  that  it  is  currently  necessary  to  recruit  1.2  individuals  who  ace  mala, 
high  school  graduates  in  mental  grades  I,  II,  and  IIIA  in  order  to  Insure 
that  one  individual  is  available  for  reenlistment  at  the  end  of  four  years. 

The  cost  to  recruit  and  train  1.2  individuals  la  reported  to  be  $32,800,  If 
the  rhances  of  on  individual  reenlisting  ore  one  in  three,  then  the  expendi- 
ture required  to  produce  one  reenliatment  would  be  approximately  $100,000. 

Katz  and  Schneider  (1972),  using  a longitudinal  research  design  with 
6795  Nnvy  men  in  AFQT  categories  1,  II,  and  III,  reported  recruit  perception 
of  their  training.  The  study  was  composed  of  two  purts.  Part  I analyzed 
expectations  of  recruit  training  and  subsequent  actual  recruit  training 
cxpeclcncea.  The  roaulta  of  Part  1 Indicated  that  about  60X  were  latlsfiad 
with  navy  life  in  general.  The  subjects  anticipated  before  basic  that 
physical  training,  marching,  class  work,  and  getting  enough  slaap  would  ba 
a problem.  Only  getting  enough  sleep  turned  out  to  be  an  actual  problem. 
Information  about,  fucllitiea  (libraries,  exchanges,  etc.)  were  evaluated  as 
being  incomplete.  More  than  one-half  the  sample  reported  little  opportunity 
to  dlacuBs  personal  problems  with  higher  authority.  Part  II  of  the  study 
cumpai'LH’l  perceived  Navy  and  civilian  life  In  four  areas  (Job  related,  inter- 
person  1 1 relntions,  physical  and  mental  well-being,  and  education  and  training.) 
The  raHulta  of  Part  IIA  indicated  thnt  recruits  valued  highly  getting  faster 
promut.  1 (ins , good  working  hiuirs,  and  pay  tit  the  outset  of  train!  nr,  jud  these 
vdluca  lucrouBod  LI'a,,  97.,  and  6X  reepectlvely . At  the  outset  recruits  felt 
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that  they  would  find  in  the  Navy  that  they  could  do  a man's  job,  have  good 
working  conditions,  and  do  the  work  they  like  the  best.  Responses  after 
training  showed  these  three  factors  to  decrease  15%,  0%,  and  12%  respectively 
(no  significance  tests  were  calculated). 

The  results  of  Part  IIB  Indicated  that  recruits  appreciation  for  being 
treated  fairly  increabed  7%.  However,  their  perception  of  the  Navy  as  having 
good  supervisors,  being  able  to  discuss  things  with  those  in  higher  authority, 
getting  treated  fairly  and  working  with  good  people  decreased  20%,  16%,  10%, 
and  12%. 

The  results  of  Part  IlC  Indicated  that  recruits  valued  highly  3 factors: 
good  life,  good  living  conditions  and  good  food.  They  also  felt  that  long 
separations  from  home  and  family,  physical  training,  and  standards  of  conduct 
and  appearance  were  more  likely  to  be  outcomes  obtained  In  the  Navy  rather 
than  by  being  a civilian. 

The  results  of  Parc  IID  indicated  that  training  and  education  were  valued 
highly  at  the  beginning  of  tralni.ig  and  also  at  the  end.  Also  at  the  beginning 
of  training,  about  h of  the  sample  perceived  the  Navy  as  instrumental  In 
obtaining  ed<icaclon.  This  dropped  slightly  after  training  (from  50%  to  48%). 
Although  there  was  a slight  increase  in  intent  to  reenllst  (8%  to  12%),  the 
majority  (61%)  were  still  undecided. 

Overall  many  of  the  Job  related  and  interpersonal  factors  discussed 
above  were  viot  viewed  as  attainable  by  the  sample,  but  were  highly  valued 
for  mainly  job  related  factors. 

For  purposes  of  this  particular  section  of  the  literature  review,  the 
findings  In  Part  IIA  are  most  appropriate. 

Summary  - Economic  Variables  and  Incentlvea 

The  bulk  of  the  original  choice  models  dealt  with  the  projected  costs 
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of  an  all-volunteer  armed  aervlces.  While  the  need  for  these  studies  Is 
past,  an  analysis  is  needed  of  the  actual  versus  the  projected  costa  in  order 
to  establish  the  valu»  of  similar  prediction  studies  in  the  future.  In  the 
all-volimteer  time  period,  two  original  choice  studies  were  reported.  The 
basic  recommendation  for  original  choice  models  is  to  Include  both  economic 
data  as  well  as  date  collected  from  individuals. 

Many  of  the  actual  reenllatment  studies  either  had  questionable 
methodology  and/or  accounted  for  small  amounts  of  variance.  The  Quigley 
and  Wilburn  study  accounted  for  a very  large  percentage  of  the  variance 
by  using  a relatively  large  number  of  appropriate  Independent  variables. 

Fay  and  its  substitute  (estimated  civilian  earnings)  are  predictora  of  actual 
reenlistment.  TVieae  items  are  of  particular  importance  to  this  aection  even 
though  they  are  only  a portion  of  a multivariate  model.  Future  studies  might 
consider  the  addition  of  additional  economic  variables  external  to  the 
service.  Examples  might  include  unemployment  rate,  availability  of  civilian 
jobs  for  which  earnings  data  is  known,  etc. 

The  studies  reported  on  reenlistment  intentions  produce  a somewhat 
confusing  array  of  conclusions.  Pay  does  not  appear  to  be  a potent  predictor 
of  intention  to  reenllst.  Further,  pay  and  fringe  benefits  essentially  do 
not  affect  intention  to  reenllst,  but  do  effect  intention  not  to  reenlist. 

One  explanation  of  these  seemingly  contradictory  results  would  be  "other" 
variables  within  the  services  or  the  economic  environment  completely  over- 
power pay  as  a predictor.  These  "other"  variables  ire  perceived  differently 
by  those  intending  to  reenlist  and  those  not  Intending  to  reenllst  could 
I asibly,  but  not  certainly,  be  convinced  by  higher  pay  to  reenllst.  No 
analysis  is  made  for  the  quality  of  potential  reenlietees  In  either  category. 

The  Flag  study,  which  composed  a category  Itself,  accounted  for  a 


relatively  small  percent  of  the  variance,  but  does  serve  as  a notable  model 
for  longitudinal  studies.  The  Inclueion  of  additional  Independent  variables 
and  a meaningful  dependent  variable.  In  conjunction  with  a similar  design, 
might  prove  fruitful  for  future  researchers. 

Overall,  the  studies  reviewed  Indicated  that  the  amount  of  variance 
accounted  for  by  pay  was  relatively  small.  Several  of  the  studies  had 
methodological  faults  which  chst  doubt  on  the  validity  of  results  - regard- 
less of  the  amount  of  variance  accounted  for.  None  of  the  studlas  reviewed 
directly  addressed  the  question  of  the  "quality"  of  either  of  the  raenllstee 
or  those  Intending  to  reenllat.  The  composite  also  Indicates  a need  to 
Include  measures  of  the  economy  (such  as  unemployment,  wages  of  comparable 
civilian  occupations,  etc.)  In  future  models  attempting  to  predict  reenllst- 
ment.  Table  1 summarises  the  findings  for  Economic  and/or  Incentive  variables. 
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and  disciplinary  acti 
Mere  negatively  relat 
to  criterion. 

^ = .25,  (Stage  D). 
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()r>;anlxattoti  PeaiiClces  Related  to  OrlRinnl  Choiro 


Till-  Cillckman,  et  ui  (1973)  study  was  previously  reviewed  in  the 
crosB-classlf Uatlona  of  Economlo/lncuntlves  and  Original  Choice  and 
EconomJc/lncentivoa  and  Intention  to  reenllat.  Organlxation  practices 
and  tlia  percentage  of  those  responding  how  It  effected  their  enlistment 
decision  are  as  follows!  job  training  (75X),  travel  (49%),  educational 
bwnaflt  (47%),  and  military  life  style  (2%).  The  most  common  organ- 
ization practices  which  were  considered  to  be  negative  to  the  decision 
to  Join  the  Navy  worui  length  of  enlistment  (22%),  loss  of  freedom  (16%), 
moral  nepucLs  (14%),  types  of  duty  (14%),  inability  to  quit  (7%),  and 
danger  (5%) , 

Organization  Practicea  related  to  Attrition  Prlot 
to  Completion  of  Obligated  Service 

Greenberg  and  McConeghy  (1977),  in  a study  of  1000  enlisted  men  and 
100  offirerti,  utilized  multiple  regression  analyHls  to  distinguish  hetween 
ottriters  and  nuu-attrltera.  The  findings,  among  recruits,  indicate  that 
nttrltura  1}  believed  that  they  would  be  haruused  if  they  complained 
(12%  ol  variance)  , 2)  lose  often  partlcipatud  in  a delayed  enllatment 
program  (4%  of  variance),  and  3)  lean  often  have  father a who  are  employed 
in  higher  level  poaltions,  such  aa  managers  (4%  of  variance).  Twenty  per 
cent  of  the  variance  In  attrition  waa  accounted  for  by  these  variables. 

The  fliidlnga,  among  regular  duty  marines.  Indicate  that  attritara  1)  balievo 
they  would  be  harassed  if  the  complain  (7%  of  variance),  2)  leaa  often  parti- 
cipated in  dolayad  enlistment  program  (3%  of  variance),  3)  are  less  edu- 
cated (9%  of  variance),  and  4)  leas  often  attend  training  school  (4%  of 
vnriflnce).  Twenty  three  pur  cent  of  the  vnviance  in  attrition  waa  accounted 
for  Ijy  those  four  v.\ r I es . Fur  both  recruits  and  rogular  duty  Marinas, 
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statistically  significant  organization  practices  tha  predict  attrition  are 
harassment,  delayed  enlistment  programs,  and  attendance  at  training  schools. 

Guthrie  (1977),  using  an  experimental  group  of  1152  and  a control 
group  of  960  Navy  men,  studied  a voluntary  release  program  In  which  the 
purposes  of  the  study  were  both  to  expedite  discharges  of  unproductive 
(or  unsuitable)  personnel  and  to  reduce  disciplinary  problems.  The  expet" 
Imental  group  were  permitted  to  voluntarily  leave  the  Navy  within  the  first 
six  months  whereas  the  control  group  was  expected  to  meet  the  usual  conditions 
for  discharge.  The  experimental  group  had  a higher  attrition  rate,  higher 
average  performance,  and  fewer  disciplinary  probl?mo. 

Organization  Practices  related  to 
Intention  Toward  Reenllstment 

Sachman  (1974),  with  a sample  of  2522  Navy  personnel  and  1855  civilians, 
attempted  to  determine  attitudes  toward  reenllstment.  The  results  indicated 
that  only  5%  of  those  who  see  "limited  opportunities"  In  the  service  were 
planning  to  reenllst.  About  50%  of  those  viewing  the  services  as  having 
"very  good,  job  opportunities"  planned  to  reenllst. 

Carlisle  (1975),  In  a study  previously  reviewed  In  this  paper,  found 
no  extrinsic  factors  that  affected  their  Intention  to  reenllst.  However, 
organization  practices  (such  as  Interference  with  family  and  social  life, 
organizational  policies,  administration,  peers,  and  supervisors)  were  related 
to  Intentions  not  to  reonllr;. 

Frey,  et  al  (1974)  found  that  organizational  practices  (Incentives) 
were  more  attractive  If  they  were  chosen  singly  than  If  chosen  in  packages. 

The  findings  of  thi.a  study  are  somewhat  inconsistent  because  "lea''lng  the 
Navy  on  3 month's  notice"  was  considered  the  most  Important  of  all  the  In- 


centives. 
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Glickman,  et  al  (1973),  In  a study  which  wae  previously  reviewed  In 
thlo  paper,  found  organisation  practlceo  such  as  training,  security,  and 
travel  positively  affected  reenllattnent  Intentions.  Organization  practices 
such  as  separation  from  family,  loss  of  freedom,  leaders,  disorganization. 
Inequitable  treatment,  busy  work,  and  long  hours  negatively  affected  reenlist- 
ment Intentions. 

Summary  - Organization  Practices 

Multl-varlate  studies  often  Included  one  or  more  organization  practice 
variables.  Only  one  study  was  found  that  utilized  a multl-varlate  technique 
where  the  amount  of  variance  accounted  for  was  stated.  In  this  Instance, 
organization  practice  variables  accounted  for  less  than  15Z  of  the  variance 
in  the  particular  dependent  variable.  The  bulk  of  the  remaining  atudles  had 
results  stated  In  percentage  form.  Research  where  the  results  are  stated 
in  percentage  form  are,  at  best,  descriptive,  but,  in  no  sense,  predictive. 
Drawing  concluslohs  from  studies  with  this  type  of  statistics  may  be  extremely 
misleading.  The  results  of  this  section  on  Organization  Practices  arc  1) 
that  the  one  multivariate  study  Indicates  that  Organization  Practices  account 
for  a relatively  small  percent  of  the  variance  In  withdrawal  behavior  and  2) 
no  mnaningful  conclusions  for  future  action  mav  be  drawn  from  the  balance  of 
the  studies.  Table  2 summarizes  the  findings  for  Organization  Practices 
varla'vlea. 

Hie  military  literature  to  date  has  shovm  minimal  evidence  to  establish 
a trong  relationship  between  Organization  Practices  and  various  forms  of 
withdrawal  boliavior. 
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Organizational  Practices 


FINDINGS  OR 

^ECICTOR(s)  AUTHOR(s)  SAMPLE  CRITERIA  RELATIONSHIP 


interference  irith 
faaily  and  social  life* 
organizational  policies 
adainistration,  peers, 
and  supervisors. 
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Climate  related  to  Original  Choice 

Cfllckman,  et  al  (1973)  was  previously  reviewed  in  two  sections  of  this 
paper.  The  Climate  varlablee,  expreseed  In  percentage  form,  which  positively 
affected  the  declalon  to  reenllst  were  Influence  of  the  father  (49%),  Influence 
of  male  peers  (60X) , Influence  of  family  In  the  Navy  (43X) , influence  of  the 
mother  (45%),  and  Influence  of  other  relatives  (36X) . The  Climate  factors, 
expressed  In  percentage  form,  which  affected  the  decision  not  to  enlist  were 
loss  of  freedom  (16X)  Influence  of  the  recruiter  (41X),  and  Influence  of 
male  peers  (31X) . 

Climate  related  to  Attrition  Prior  to  Completion 
of  Obligated  Service 

Mobley,  Hand,  and  Logan  (1977),  In  a preliminary  report  on  a longi- 
tudinal study  of  attrition  in  the  Marine  Corps,  measured  Individual  variables 
(age,  mental  grade,  education,  race,  dependents,  Marins  rols  attraction, 
and  civilian  role  attraction),  and  organisational  variables  (leadership 
conalderatlon;  leadership  Initiating  Structure;  group  homogeneity,  perme- 
ability, stability,  hedonic  tone,  etc.;  job  skill  variety,  task  significance, 
feedback,  etc.).  In  a sample  of  1,960  Parris  Island  recruits,  the  general 
findings  of  the  study  were  that  graduates  and  attrltes  differed  on  several 
variables  prior  to  training.  New  recruits  who  subsequently  graduate  have 
higher  expectations  of  completing  recruit  training;  have  higher  Intentions 
of  completing  recruit  training,  are  more  attracted  to  the  Marine  role;  are 
moderately  higher  on  the  AFQT  and  mean  education;  expect  more  leader  struc- 
ture; and  have  higher  Internal  motivation,  in  addition,  the  study  reported 
that  eventual  graduates  of  recruit  training  are  more  satisfied  than  they 
expected  to  be;  increase  their  expactanclas  of  completing  and  their  Intention 
to  complete;  described  leaders  as  being  slightly  more  considerate  and  less 
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structured  than  expected;  and  perceived  allghtly  Leas  skill  variety,  task 
significance,  and  dealing  with  others  than  expected.  Using  a multiple  re- 
gression model,  with  some  difference  in  variables,  the  study  accounted  for 
7.9X  of  the  variance  In  actual  attrition.  The  variables  In  this  model  were 
expectancy  of  completing  first  term  enlistment  (r«.19),  education  (r".17}, 
sum  of  positive  minus  negative  role  outcome  expectancies,  Marine  (r*-.13), 
expectancy  of  finding  an  acceptable  civilian  Job  (r«.10),  difference  In 
role  force:  Marine-civilian  (r>-.15).  and  difference  in  expectancies: 
Marine-civilian  (r*-.12).  Climate  variables  in  the  regression  model  would 
Include  the  difference  in  role  force  between  the  Marine  and  civilian  beliefs. 
The  general  findings  would  Include  the  climate  variables  of  intention  to 
complete,  attraction  to  the  Marine  role,  and  internal  motivation. 

Climate  Related  to  Actual  Reenlistment 
Brunl,  Jones,  and  James  (1975),  with  a sample  of  799  Navy  enlisted 
personnel,  produced  a large  number  of  biserial  correlations  between  both 
psychological  climate  measures  and  reenlistment  and  Job  related  attitudes 
and  reenlistment.  The  variables  and  their  specific  correlations  are  listed 
below: 

specialization  (.13),  routine  technology  (-.22),  Job  challenge  *(.17), 
professional  esplrlt  da  corps  *(.42),  satisfaction  (.47),  security  (.20), 
esteem  *(.23),  autonomy  *(.22),  pay  (.18),  appearance  (.54),  opportunity 
to  get  a better  Job  *(.30),  training  for  present  Job  (.17),  opportunity 
for  promotion  (.15),  respect  *(.1B),  Job  involvement  *(.37),  age  (.18), 
GCT  scores  (-.15),  education  (-.13),  ego  needs  *(.18),  marrlag:t  (.22), 
and  number  of  dependents  (.36). 

The  variance  accounted  for  by  any  one  of  the  21  variables  ranged  from  1.69X 
to  29X.  The  variables  with  an  aeterisk  may  be  generally  construed  to  be 
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variables  of  climate.  The  average  bl-serlal  correlation  for  the  climate 
variables  Is  .25.  That  la,  the  average  single  climate  variables  explain 
6.2SX  of  the  variance  In  reenllatment.  The  problems  associated  with  drawing 
conclusions  from  statistics  such  aa  these  will  bo  discussed  In  the  summary, 
Nelson  (1970),  In  a study  which  was  previously  reviewed  In  this  paper, 

t 

Included  a Climate  variable  In  his  study.  The  Climate  variable  was  the  ratio 
of  military  to  civilian  pay  which  was  determlnod  by  Individual  "tastes"  for 
military  service.  The  research  found  that  a iOX  change  in  the  ratio  (based 
on  a Climate  concept)  may  effect  reenllstment  by  20-30X. 

Stoloff  (1971),  In  a study  of  3,594  first  term  Navy  enlisted  men, 
studied  both  retention  behavior  and  performance  on  the  job.  Forty-four 
Independent  variables  were  utilized  that  dealt  with  Job  content  and  Job 
context  or  climate.  A factor  analysis  of  the  variables  Indicated  that 
living  conditions,  the  Job  environment  and  the  United  States  Navy  In  general 
clustered  In  a factor  labelled  Hygiene.  A second  factor  analysis  indicated 
that  achievement,  work  situation,  and  compensation  clustered  in  a Job 
content  factor.  Using  the  same  data  base,  Stoloff,  using  a regreaslon 
analysis,  found  that  the  predictors  (positive  attitude  toward  the  Navy  in 
general,  satisfaction  with  the  immediate  Job  involvement,  and  receiving 
proficiency  and/or  hazardous  duty  pay)  accounted  for  5.3X  of  the  variance. 

Summary-Climate  related  to  Actual  Reenllatment 

One  study  used  blserial  correlation.  Because  no  knowlsdge  of  the 
statistical  independence  of  these  variables  Is  known,  no  meaningful  con- 
clusions I an  be  drawn  from  the  compoalte  of  the  i vy  variables.  Another  study 
in  thlH  section  was  theoretical  In  nature  and  would  be  somewhat  difficult 
to  operationalize  In  practice.  The  third  atudy  In  this  gi^oup  accounted  for 
slightly  more  than  5X  of  the  variance  In  reenllstmente. 
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Th«  military  llteratura  Indlcatea  minimal  evldanca  to  aatabliah  a 
strong  I'elatXonsh.lp  between  Climate  and  actual  reenllatment. 

Climate  related  to  Intention  to  Reenllet 

Bachman,  In  a etudy  prevloualy  reviewed  In  this  ,-iper,  attempted  to 
determine  attitudes  toward  reenllatment.  Perception  of  job  opportunities 
may  be  classified  as  a measure  of  Climate.  The  findings  were  that  SOX  of 
those  perceiving  the  Navy  as  having  "good  job  opportunities"  planned  to 
reenllst . 

Bowers  (1973),  in  a etudy  of  2,522  Navy  enlisted  personnel,  studied 
Intention  to  reenllst  using  31  predictors.  Multiple  rogresslon  analysis 
was  used  In  a design  where  Individual  and  group,  levels  of  analysis  ware 
conducted.  The  liidlvldual  level  of  analysis  accounted  for  16X  of  the 
variance  In  which  the  predictors  (all  positive)  were  human  resources  primacy, 
satisfaction,  and  the  opportunity  to  control  one's  life.  The  group  level 
of  analysis  accounted  for  27X  of  the  variance  In  which  the  predictors  were 
supervisor's  goal  empinisls  (negative  coefficient),  opportunity  to  control 
one's  life  (positive  coeff Iclent) , and  friendly  people  (positive  coefficient). 

Carlisle,  In  a study  which  has  been  reviewed  twice  In  this  paper 
studied  reenllstment  intentions.  The  Climate  variable  In  the  study  appeared 
In  several  ways.  Those  Intending  to  reenllst  had  positive  perceptions  of 
intrinsic  factors.  Including  their  achievement,  their  growth,  their  respon- 
sibilities, and  the  recognition  they  had  received.  Climate  variables 
(feelings  about  organls'.atlon  pollclen,  administration,  peers,  and  supervisors) 
also  affected  Intentions  not  to  resnlist. 

Drexler  (1975),  In  a study  of  2,522  Navy  personnel,  attempted  to  assess 
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reenllstment  Intentions  using  organieetlonal  climate  variables,  aspects  of 
leadership,  and  group  process  variables  as  predlctorn . The  predictors  were  made 
for  draft  motivated,  choice  motivated,  and  true  volunteer  acceaeione.  The  aample 
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aize  were  relatively  amall  ranging  from  30  to  112.  For  the  Climate  measure, 
tlif.  percent  of  variance  accounted  for  ranged  from  3.6X  to  39. 7X.  The  equation 
*.ti  which  39. 7X  of  the  variance  in  reonllatment  Intentions  waa  accounted  for 
was  In  the  category  of  true  volunteers  who  wars  inexpensive  to  train.  The 
primary  predictors  were  human  resource  primacy  (negative  coaCflclent)  and 
lower  level  Influence  (negative  coefficient) . The  authors  indicate  that 
Instability  of  the  coefficients  was  caused  by  the  small  sample  sisas. 

dlckman  (1973),  In  a atudy  which  waa  previously  reviewed  in  this 
paper,  also  studied  reenllstmcnt  intentions.  Climate  variables  in  the  study 
were  negative  with  respect  to  their  Influence  on  raenliatment  intentions. 

The  climate  variables  in  the  category  weret  loss  of  freedom  (SIX),  leaders 
and  disorganization  (42X) , Inequitable  treatment  (3BX),  and  busy  work  (36X). 

Hols  and  Schrelber  (1977),  in  a random  aample  of  1,564  Army  enllsiad 
peraonnel,  assessad  raenllstmant  intentions  of  both  first  term  anllstesn 
and  non-first  term  enllstses.  A preliminary  correlation  matrix  was  computed 
to  supply  predictors  for  a subsequent  regression  analysis.  The  first  term 
enlistees  (n*460)  prediction  equotion  accounted  for  31X  of  the  variance. 

The  predictors  were  military  work  role  (23X  of  variance) , leadership  (6X  of 
variance),  and  accaptanca  of  authority  (2X  of  vnrianca) . Mong  non-flrat 
term  enlisteoe  (n«236),  the  prediction  equation  accounted  for  38X  of  the 
variance  in  reenlistment;  intentions.  The  prwdictore  were  military  work 
role  (23X  of  variance) , acceptance  of  authority  (BX  of  variance),  number  of 
commendationa  (BX  of  variance),  aorio-economlc  etatus  (3X),  and  laadarahip  (IX). 

Nelaon  and  Bi-rry  (1966),  utilising  a sample  of  3^00  flrat  term  tial.'- 
Marlnue  and  a longltudinnl  daaign,  maaaurad  attitude  change  over  a two  yaar 
time  period.  Aftor  10  weeks,  attituce  toward  reanLlztment  and  littltude 
toward  the  Marine  Corps  had  n .2b  corrKlat:?on,  and  a .24  correlation  with 
lendernhlp.  After  two  years,  attitude  toward  reunlietment  had  a .44  coi  relation 
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wlch  attitude  toward  the  Marine  Corpa  and  a .A2  correlation  with  attitudes 
toward  leadership.  I'he  results  Indicate  that  the  relationship  between 
Intention  to  reenllst  and  attitudes  related  to  the  service  Improved  over 
time.  In  each  case,  the  amount  of  variance  explained  Improved  from  about 
6X  to  about  19X. 

The  Office  of  Army  Personnel  Operations  (1969)  study  was  previously  re- 
viewed In  this  paper.  Several  Climate  varlablea  were  mentioned  In  that  study. 
The  retention  index  included  the  following  positive  Climate  vkrlablesi 
opportunity  to  serve  in  Che  national  interest  and  promotion  opportunities. 

t 

The  retention  index  included  the  following  negative  Climate  varlablest 
family  separation,  civilian  Job  opportunities,  and  personal  Ufa  in  the  Army. 

Schnexder  (1973),  has  been  previously  reviewed  in  this  paper.  The 
purpose  of  the  study  was  to  compare  peraonal  percaptlona  of  Navy  versus 
civilian  amploymant  and  to  aubsaquantly  uae  the  comparatlva  data  to  explain 
raenllsttnant  Intentions.  The  findlngn  Indlcatsd  that  attraction  of  the 
Navy  waa  poaitively  related  to  reonliatment  Intentions  and  attraction  of  a 
’ civilian  occupation  wso  negatively  related  to  raanMstmant  Intantlone.  The 
attraction  of  the  Navy  and  the  attraction  of  a civilian  occupation  may  ba 
contruad  aa  Cllmatu  variables, 

Summary-Cllmata  related  Intention  to  Reenllet 

The  findings  in  this  eection  ere  eomevhet  general.  The  two  most  general 
■Cudlae  were  those  of  Bachman  and  Schneider.  The  Bachman  study  found  that 
SOX  of  thoae  perceiving  "good  Job  cpportunltlee"  planned  to  reenllst  and 
Schneider  found  that  the  "attractlvnneas  of  the  Navy"  was  poaitively  related 
to  reenllstment.  While  those  studlas  sre  Intcrsstlng  end  provide  future 
research  opportunities,  they  do  not  provide  adequate  d(.clsion  information. 

Two  Btudlea  (Qlickman  and  Office  of  Personnel,  Army)  utllialng  percontegee 


appeared  In  this  section.  The  majority  of  the  Climate  variables  In  the 
studies  utlllslhg  percentagea  were  negative  in  their  effect,  e.g.,  loss  of 
freedom,  leaders,  Inequitable  treatment,  busy  work,  family  separations, 
civilian  Job  opportunities,  and  personal  life  In  the  service.  Unfortunately, 
percentage  results  also  provide  little  Information  of  a concrete  nature. 
Statistically,  percentage  data  provides  little  basis  for  making  daclslons 
because  not  only  Is  It  difficult  to  Identify  the  overlap  among  'Tlablea, 
but  also  It  la  difficult  to  determine  the  actual  practical  Importancs  of 
the  variables.  Correlational  studies,  such  as  Kelson  1 Berry,  provide  soma 
Idea  of  the  strength  of  the  variable,  but  cannot  Identify  Interrelationships 
among  more  than  one  variable.  Multl-varlata  studios  (such  as  Bewera,  Draxlar, 
or  Hols  and  Schneider  are  able  to  distinguish  both  the  independence  of  the 
variables  as  wall  as  the  strength  of  the  variables.  The  Bowers  study  accounts 
for  16X  and  VX  of  tho  variance  at  the  individual  and  group  level,  respectively. 
Hols  and  Schneider's  study  accounts  for  31X  and  38X  of  the  variance  In  first 
term  enlistees  and  non-first  term  enlisteesi  rsapsctlvaly.  While  It  Is 
difficult  to  generalise  about  Che  composite  findings  of  these  two  studies, 
they  do  appear  to  have  somewhat  consistent  predictors.  In  contrast,  the 
Drexler  study,  for  reason  of  apparent  statistical  deficiencies,  presents 
findings  that  are  In  contrast  to  the  preceding  studies. 

In  a general  summary  of  the  research  in  this  section,  the  studies  are 
Bomawhat  contradictory  making  it  difficult  to  reach  aubBtcntlve  concluaiona. 

Summary-Climate 

Nine  studies  were  reviewed  In  which  Climate  wae  one  of  leveral  predictors 

' I 

in  the  study.  Eight  studied  either  had  methodological  flaws,  used  non- 
predlctivo  statistics,  or  account  for  a small  percent  of  the  vsrlance  In 
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withdrawal  bahavlor.  One  study  accountad  £c^  more  than  30%  of  tha 
variance.  Table  3 sumnarlsas  the  findings  of  Climata  variables.  Hlnlnal 
evidence  exists  that  establishes  a stiong  ralatlonshlp  batweon  Climata  and 


withdrawal  behavior. 
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Job  Content  Related  to  Attrition 
Prior  to  Completion  of  Obligated  Service 

Mobley,  Hand,  and  Logan  (1977),  in  a study  previously  reviewed  in 
this  paper,  used  the  Job  Diagnostic  Survey  to  ssssss  dimensions  of  "sxpected" 

Job  content  and  their  relationship  to  attrition.  The  results  of  the  study 
indicated  that  no  Job  dimensions  ware  related  to  attrition  from  recruit  training. 

Job  Content  Related  to  Actual  Reenllstment 

Grace,  Holoter,  and  Soderqulst  (1976),  with  a sample  of  1,711  first 
term  enlisted  personnel,  compered  reenlistment  intentions  with  actual  re- 
enlistment  behavior.  Approximately  one  year  elapsed  between  the  two  measure- 
ments. Phi  correlation  coefficients  were  calculated  to  datermins  degree 
and  direction  of  the  relationships.  The  variables  measured  were  motivation 
and  job  satisfaction.  Job  satisfaction  Included  five  needs  areas  (measured 
by  the  Porter  Need  Satisfaction  Questionnaire) , attitudes  toward  work  (as 
measured  by  the  Minnesota  Satisfaction  Questionnaire) . Of  13  categories 
tested,  seven  were  found  to  be  related  to  reenllstment.  One  of  the  seven 
categories  was  the  Job.  Eleven  constructs  made  up  the  Job  Category.  Phi 
coefficients  ranged  from  .070  to  .367.  The  amount  of  the  variance  accounted 
for  ranged  from  4/10  of  1%  to  13. 4X  in  the  Job  Content  Category. 

Stoloff  (1971),  in  a study  previously  reviewed,  reported  that  "satis- 
faction with  the  imiredlatu  Job  environment"  was  a predictor  of  reenllstment. 

As  stated  In  the  previous  review,  all  predictors  combined  accounted  for  5.3X 
of  the  variance. 

Haber,  Ireland,  and  Solomon  (1974),  in  a study  of  the  records  of 
700,000  Marines,  studied  reenllstment.  The  predictors  were  rank,  number  of 
dependents,  race,  education,  military  occupation,  length  of  enlistment,  combat 
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duty,  age  at  enllatment,  current  primary  job,  hone  region  of  country, 
home  county  population,  length  of  enlistment,  mental  group,  and  variable 
reenllatmant  bonus.  Using  a multidimensional  contingency  table  analysis, 
the  research  found  that  the  most  important  variables  contributing  to 
reenlistmsnt  were:  rank,  length  of  enllatment,  number  of  dependents, 
current  primary  Job,  home  region,  and  mental  group.  Tha  study  also  reporta 
that  race,  age,  and  population  of  county  of  residence  have  little  Impact 
on  reenlistment  rate.  The  authors  state  the  probablllttas  of  reenlistment 
for  a given  group  cannot  be  applied  to  Individuals  from  that  group. 

Lindsay  and  Causey  (1969),  in  a study  previously  reviewed,  list 
Military  Occupation  Specialty  as  one  predictor  of  reenlistment.  The 
variance  accounted  for  wae  2.28X,  4.63X  and  23  for  draftees,  first  term 
regular  army,  and  career  regular  army,  respectively. 

Quigley  and  Wilburn  (1969),  in  a study  previously  ravlawsd,  Included 
proficiency  pay  as  a predictor  of  reenlistment.  Proficiency  pay  may  be 
considered  a Job  Content  factor  measured  as  proficiency  pay  la  awarded  to 
those  Jobe  which  are  In  scarce  supply.  Since  the  sample  vaa  drawn  from  a 
period  of  seven  years  (1959-1962)  and  since  the  variance  accounted  for  was 
exceptionally  high  (about  80%),  the  study  la  worthy  of  careful  perusal. 

Summary-Job  Content  Related  to  Actual  Reenlistment 

Of  the  five  studies  reviewed  In  this  section,  one  accounted  for  more 
than  30%  of  the  variance  In  actual  reenllatmant. 


Job  Content  Related  to  Intention  to  Reenllst 
Drexler,  in  a study  previously  reviewed,  studied  rsenlistment  intentions 


using  organizational  climate,  supervisory  and  peer  leadership,  and  group 
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process  and  Individual  outcomes  as  predictors.  The  three  basic  classes 
of  predictors  were  moderated  by  the  "cost  of  attaining  a specific  skill," 

Using  the  cost  of  attaining  a skill  as  a substitute  for  Job  Content,  the 
following  results  occurred.  The  svsrsgs  variance  in  resnllstmsnt  intentions 
explained  for  draft  motivated  volunteers  was  7.7%.  The  average  variance 
explained  for  true  volunteers  was  18.9%.  The  Draft  Motivated  individuals 
and  the  True  Volunteers  showed  no  appreciable  differences  among  the  moderating 
partitions  "cost  to  attain." 

Mobley,  Hand,  and  Logan  (1977),  which  was  previously  reviewed,  used 
the  Job  Diagnostic  Survey  to  provide  a group  of  ten  predictors  of  Intention 
to  complete  first  term  enlistment.  Hone  of  these  predictors  became  a portion 
of  the  prediction  equation. 

Nelson  and  Berry,  In  a study  previously  reviewed,  used  "2  year  MOS" 
and  "2  year  Command  (ground  or  air)"  as  moderators  of  attitude  toward  re- 
enlistment.  The  product-moment  correlation  were  .03  and  .01,  respectively. 
That  la,  no  relationship  existed  among  the  Job  Content  surrogates  (MOS  and 
Command)  and  raenllstment  attitudes. 

The  Office  of  Paraonnol  Operations  (Army) , in  a study  previously 
reviewed,  included  several  Job  Content  factors  in  the  questionnaire.  Only 
one  of  those  factors  was  among  the  top  five  mentioned  as  either  a "Strong 
Influence  to  Stay"  or  a "Strong  Influence  to  Leave."  The  item  "Humber  of 
working  hours  per  week"  was  the  third  strongest  Influence  to  leave.  As 
previously  indicated,  all  data  was  reported  in  percentage  form. 

Summary-Job  Content  Related  to  Raenllstment  Intentions 

Using  "costs  to  attain"  as  a moderator  for  numerous  other  predictors 
(climate,  leadership,  and  group  process  and  individual  outcomes),  the 
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prediction  of  Intention  to  reenlist  Is  enhanced  In  the  case  of  Choice 
Motivated  Individuals.  Improving  the  prediction  by  partitioning  suggests 
that  much  of  the  paat  reaearch  has  been  too  broad  In  scope  and  that  pre- 
diction may  be  improved  in  the  future  by  ualng  large  samples  partitioned 
Into  meaningful  sub-elasslflcatlona.  The  balance  of  the  research  reviewed 
on  Job  Content  Is  either  amblglous  or  indicated  that  Job  Content  had  little 
effect  on  reenllstment  Intentions. 


Summary-Job  Content 

Table  4 summarises  the  findings  on  Job  Content  variables.  The  military 
literature  has  shown  that  minimal  evidence  exists  that  Job  Content  Is 


strongly  related  to  withdrawal  behavior. 


JOB  CONTENT  VARIABLES 


Satisfaction  Ralatad  to  Actual  Reenliatment 


Brunl,  Jones,  and  James  (1975)  was  previously  reviewed.  A large 
number  of  bl-aerlal  correlations  were  computed  batwasn  various  attitudes  and 
actual  reenliatment.  The  correlation  coefficient  of  "eatlef action"  was  .47. 

In  view  of  the  large  number  of  other  variables  in  this  study  that  may  be 
considered  components  of  satisfaction,  previously  mentioned  shortcomings 
associated,  with  correlation  studies  are  evident. 

Grace  I Holster,  and  Sodarqulst  (1976)  was  previously  reviewed. 

Thirteen  categories  were  originally  used  as  predictors  of  reenliatment.  Seven 
of  the  thirteen  variables  were  found  to  relate  to  reenllstmant  when  combined 
Into  a single  measure  of  career  eatlef action.  Thaea  variables  were  Job,  Vital 
Statistics  and  Economics,  Self-Worth/Esteen  and  Recognition,  Growth  and 
Expectancy,  Recrulter/Retantlon,  Family,  and  Career  Counseling  and  Information. 
The  average  amount  of  variance  accounted  for  by  each  of  the  above  respective 
categories  Isi  .032,  ,033,  .020,  .022,  .004,  .20,  and  .022.  Becausa  of  the 
statistical  properties  involved  the  preceding  data  are  not  additive. 

LaRocco,  Gunderson,  and  Pugh  (1975)  was  previously  reviewed.  The 
linear  discriminant  analysis  accounted  for  35X  of  the  variance.  General  satis- 
faction with  the  Navy  was  "the  third  most  Important  variable."  Satisfaction 
with  the  Navy  was  also  included  In  the  profile  of  those  who  reenllsted. 
Conversely,  the  profile  of  those  who  were  not  recummended  for  reenliatment 
and/or  wars  prematurely  discharged  were  "least  satisfied  with  the  Navy."  The 
variable  "Overall  Navy  Satisfaction"  accounted  for  7.6X  of  the  variance  In 
reenllstmant  by  Itself. 

Stoloff  (1971)  was  reviewed  In  two  previous  sections.  A regression 
analysis  which  accounted  for  5.3X  of  the  variance  in  reenliatment  Included 
one  satisfaction  variable. 


Satisfaction  Related  to  Intention  to  Reenllst 


Bowers  (1973)  was  previously  reviewed.  Satisfaction  was  one  of  three 
variables  that  accounted  for  IbX  of  the  variance  in  intention  to  reenliat 
at  the  level  of  individual  analyais.  SaCiaf action  was  not  a predictor  In 
the  equation  at  the  group  level  of  analysis. 

Carlisle  (1975)  was  reviowed  previously  in  two  aections.  The  general 
findings  of  the  atudy,  based  on  differences  in  means  between  two  groups, 
were  that  those  raanllsting  had  more  career  aatief action.  Career  satisfaction 
was  related  to  feelings  of  worthwhile  accomplishment  and  perceptions  of 
their  work. 

Drexler  (1975)  was  reviewed  previously  in  two  sections.  Satisfaction 
was  one  of  the  facets  of  Group  Process  and  Individual  Outcooss,  Satisfaction 
accounted  for  the  greateet  amount  of  variance  among  those  individuals  that 
were  moat  expensive  to  train.  Satisfaction  generally  ranked  3rd  out  of  4 
among  the  epeclaltlea  that  were  inexpensive  to  train.  The  sample  sisee 
were  small  which  resulted  in  a general  instability  in  the  coefficients.  The 
beta  values  for  satisfaction,  however,  were  generally  stable. 

Stoloff  (1972)  wan  previously  reviewed.  The  total  prediction  equation 
accounted  for  approximately  BIX  of  the  variance  in  reenlistment  intentions. 
While  the  amount  of  variance  accounted  for  by  satisfaction  is  not  specifically 
stated,  it  appears  to  be  about  one-half  of  the  total  amount.  The  components 
of  satisfaction  aret  Navy  career  is  satisfactory,  Z grams,  not  desiring  a 
civilian  job  compared  to  the  Navy  job,  duty  station  and  wife  or  girl  friend 
attitude  toward  reenliatment. 


Summary-Satisfaction 

The  studies  In  the  Satisfaction  section  generally  suffered  from  some 
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of  the  same  problems  as  those  In  the  preceding  four  categories.  Specifically, 
methodological  problems  generally  preclude  drawing  meaningful  conclusions 
between  the  Independent  and  dependent  variables.  Two  studies,  however, 
accounted  for  SSX  and  31X  of  the  variance,  respectively.  Table  5 summarlsea 
the  findings  of  Satisfaction  variables.  The  balance  of  the  studies  proMde 
minimal  evidence  establishing  a strong  relationship  between  satisfaction 
and  withdrawal  behavior. 

Satisfaction  and/or  Attitude  Studies 
Unrelated  to  Withdrawal  Behavior 

Ten  studies  were  reviewed  that  appear  to  be  unrelated  to  any  form  of 
withdrawal  behavior.  These  studies  will  simply  be  noted  with  a brief  da- 
scription  of  the  study, 

Booth  and  Holberg  (1973)  studios  change  in  attitudes  (toward  tough- 
ness, spirit,  affiliation,  and  authority)  over  time  of  735  Marines. 

Booth  and  Uoiberg  (1974),  analysing  this  data,  factor  analysed  the  96 
item  questionnaire  which  reduced  to  10  factors.  Further  analysis  reduced 
the  original  number  of  items  to  S factors. 

Bowers  and  Backmau  (1974)  studies  value  changes  In  society  and  their 
possible  implications  for  Navy  manpower  and  management  practices. 

Clum,  Holberg,  and  Cole  (1969)  explored  attitude  changes  toward  the 
USMC  over  time.  The  general  findings  indicated  attitudes  toward  the  Marins 
Corps  became  mors  positive  - especially  among  those  who  ware  younger,  had 
below  average  I.Q.,  and  those  froib  a lower  socio-economic  status, 

Drexler  (1974)  investigated  the  effect  of  managerial  and  peer  goal 
emphasis  on  individual  values  and  preferences.  Goal  emphasis  accounted  for 
only  minimal  variance  in  values  and  preferences. 
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Goldsamt.  (1973),  In  a study  of  1,837  category  IV  recruits,  found  that 
recruit  training  was  leas  difficult  chan  expected. 

Holberg  and  Booth  (1973),  Inveatigated  changes  in  attitudes  of  Marines 
during  Che  1960'b.  In  general,  1961  recruits  had  the  most  favorable 
attitudes  and  1967  recruits  had  the  least  favorable  attitudes. 

Kats  and  Rafacs  (1974)  used  occupational  preferences  as  predictors 
of  satisfactici..  in  the  Marine  Corps.  One  finding  was  Chat  Individuals 
working  in  their  preferred  occupational  field  Indicated  greater  Job  satis- 
faction. 

Kats  and  Schneider  (1972),  in  a study  of  6,795  Navy  man  in  AFQT 
categories  I,  II,  and  III  found  about  60%  satisfied  with  Navy  Ufa  in 
general.  Recruits  expected  to  have  dirriculty  with  physical  training, 
working,  class  work,  and  getting  «nou)'.l<  sleep.  Only  "getting  enough  sleep" 
turned  out  to  bo  an  actual  problem. 

McDonald  and  Gunderson  (1974),  In  a study  of  5,851  Navy  enlisted  males 
aboard  ships,  found  satisfaction  to  be  significantly  correlated  with  age, 
length  of  service,  pay  grade,  co-workers,  marriage,  education  (negative 
coefficient),  and  socio-economic  status  of  parents  (negative  coefficient). 

In  as  much  as  the  preceding  ten  studies  ate  unrelated  to  withdrawal  behavior, 
no  aununarlalng  comments  will  be  made  for  this  section. 


Table  5 

SATiSFAtTIOH  AND  ATTITUDE  VARIABLEb 


CM  p 54  • 
(V)  {»>  CM  <M  < 
O O O O ( 


II  II  II  II  11  II  II 
CM  CM  CM  CM  r-J  CM  CM 

^ U U J-  >-  S-  t. 

1-^  CM  CO  ^ IC'  10 


(Op-  « r— 

me  3 

■I  ' Cb  44  A) 

U 01  O <U 

(O  fc.  « t- 


toi 

I 

e (/> 

.f-  4-»  CO 

Wl  f— 
•r*  CJ 

r**  ^ 

CM  C 

3)  f— 


s, 

S|| 

•I-  I/) 

I—  •F- 

S-o  S 
*r* 

u 

O 3 <0 
If-  4J  l/> 

> 0 at  > 

hz^ 

:lll2 


in 

4->  fc  >> 

5'<5  S ■3'id 

Irt  -r-  4J  -P^ 

« >^  £•& 

rtTs  o. 

<0  C • 

.;r  .p  V)  4->  0) 

1.  -f-  c > 

10  at  I/I  Id  01 

>x:  >,  Or- 

4-1  r—  ••“ 

a.'  10  •*-  a. 

(U  4->  B ‘n  2 
E 10  Id  c p 
£ O)  I- 

4->  CO  4-  O' 
P-  O I/I 

•S  ■(-  «i{ 

II  01  . 4J 

01  > . 
ecM  01  o 4-1 
o ise  r-  c Id 


U ii 


Navy 

^■8 

4-»  4J 
t/l  I/I 

01 

4-1  ^ 

fc.  •!- 

•P'  P“ 

> 

M-  a 

4-  C 

to 

£ Si 

Ot 

a: 

» 10 

cn  >» 

CO 

r— 

C7l  C 
flt 

cn  > 

» (0 
CO  SE 

(Si 

in 

csl 

5 1 

c E Id 

4S  >2  C7> 

u 4->  e 

Sc  •»“ 

S-^J  P 

LLt  01  I/I 

go:  e c 

T3  > 2 ® 

I •(-  c U p 'IT 

44  Id  S O 4J 

I 'I”  . S 

I c >1  ir,  P 

&44  3f-  01  £ 

. o X k.  w o 
■ubOQi-4- 
I fi  u 0)  Id  Id  c 
I C CB  a:  u.  u T- 


ir>  CO  r<« 


FINDINGS  OR 
RELATIONSHIP 


i : i 


4^ 

8 


in 

(U 

!o 


< 

Ct! 

UJ 


o 


o 

h- 

O 

K-* 


I 


c. 

Oi 

<u 

e 

z 

£ 


rN. 


Q) 

p— 

I/) 


L. 

<0 

O 


u 

fO 


•p 

cn 


4^ 

I 


i/»  •■- 
•r- 

z s 

SI 


IS 

&l^: 


ir> 

!». 

CTI 


U 

u 

r« 

s 

h 


•tj 

u 


4-> 


4) 


X 

o 

l- 

Q. 

D. 

>Q 


fd 


+J 

at 


s 

(/) 


s 


<2 

iA 

T» 


£ 

i 


si 

% ■)■> 

* t. 

01 

« > 

■s® 

P 0) 


P <0 

3 m2 


i S. 

•p" 

in  n) 
cn  <0 


IX. 

cn 


«A 

Id 

lO 

0) 

5S 

c 

■g- 

r— 

A 10 

N 

S5 

U 41 
.«  3. 


l-s 

sz  ^ 

•p*  Al  lO  (A 

u t>>  •- 

£iJ=c^| 

• M3 


65 


M >t  U 

« <-  i 

^ P— 

5 C**  S>u 


>o 


u 

e 

4/1 

V.  4J 

Z£l 

£‘g 

£’e 

£ g 

m v 

Rg 

S? 

o>  o 

$g 

Ch 


O) 

1. 

$ 

i! 

p“ 

£ 

o 

re 

p“ 

iO 

•B 

•n 

P 

A) 

x:  M 

•*j  t*. 

iSS 

g 

82 

82 

9 

(S'-. 

n 

o 

» • 

(/) 

1 
• pa 

Z 

P 

1 

g 

P 

10 

or 

CT 

8 g 

gt 

1 

Attitude  ch. 
toughness 
spirit 
uffiliati 
authority 

I’S 

.£ 

a 

1 

<0 

J!l 

5 

•1— 

Table  5 (cont. ) 


4->  a 4) 

i. 

O c.'njo 

E ^ 

“D  O 

fd  > 

JC  r- 


S U)  4-» 
O 0^ 

U *6  « 

0,38 

r—  <i“ 

at 

t-  <d  4-» 


^ i/t 
*-  -O 

9 •“ 

3:  01  • 

•f~  C 

in  O 


3 p y 

‘Q  £ la 

•I-  t.  >*- 

> ot 

•>» 

■O  0) 

C !>.  10 
t-i  O.  w 


■C  0)  I. 

% s 

. 

^ S H 

•F*  ♦ 

H-  « O- 

O! 

4-J  f 
4J  y -p 

Sil'S 

gji2  g 

41  8 

* 4J  3 

gt  £ 


at  0)  -iJ 

c at  5 

•r»  ■ O 

S^-ss 


tX^3 

^ M t/t  U 

i/>  a>‘&  e 
(/I  3 3 10 
<0  o 0 


l>  « eS; 

1 1-<  it  ^ 


O) 

g-S-T, 


*r  a !» . . . ,f  as 


•f  3 U t-  £ k 4>>  • 


is 3 

t 1,  ft( 

ot  1 CN4  ro  u E B 
r—  eatotcriQiOV 

(O  5 £ r-  I— 


x'"  5“ 

III" 

lA  t-* 

iC  •'■ 

ch  p“  cy 

lo  S Is?  >-* 


l_  .,_  (0  4J 

4)  «1  +J  •!- 


S-5  « £ go 

It  !?  a* 


68 


Intentions  related  to  Original  Choice 

Ab  part  of  a larger  survey,  Segal  and  Bachman  (1976)  asked  over  12,000 
graduating  high  school  seniors  in  1975,  and  over  13,000  In  1976  whether  they 
would  "probably"  or  "definitely"  1)  attend  vocational  school;  2)  serve  In  the 
military;  3)  graduate  from  a 2 year  college;  A)  graduate  from  a A year  college; 
or  5)  attend  graduate  shcool,  when  they  completed  high  school.  In  1975,  1A.2X 
and  lA.SX  in  1976  said  they  would  "probably"  serve  In  the  military.  This 
represented  the  smallest  percentage  of  all  the  choices.  The  most  frequent 
response,  "graduate  from  a A year  college,"  was  selected  by  slightly  more  than 
50X  of  the  sample  each  year.  Segal  and  Bachman  followed  up  this  study  one 
year  later.  The  individuals  were  re-surveyed  who  had  seated  they  would  "def- 
initely" or  "probably"  serve  In  the  military  (n"2500) . The  results  showed  that 
2AX  of  that  particular  sub-sample  were  actually  serving  In  the  military. 

Intentions  related  to  Actual  Keenlistment 

Alley  and  Gould  (1975)  queried  a sample  of  SA,803  first  term  enlisted 
Air  Force  personnel  whether  or  nnt  they  Intended  to  reenlist  at  the  end  of 
their  present  obligation.  They  also  divided  the  sample  by  categories  of 
their  total  months  of  active  military  service.  Thus  airmen  with  1-12  months 
were  considered  in  the  first  year  group;  those  with  13-2A  months  were  included 
in  the  second  year  group,  etc.  At  the  completion  of  four  years  of  active 
duty,  each  individual's  actual  reenlistment  behavior  was  obtained.  The  authors 
constructed  four  equations  defining  relationships  betwacn  career  intent 
and  the  actual  career  decision  with  the  following  functional  forms:  categorical, 
curvilinear,  linear,  and  simple.  Both  the  categorical  and  curvilinear 
equations  predicted  better  than  the  other  two.  There  were  virtually  no 
diffe:ences  between  the  categorical  and  the  curvilinear  equations.  Because 
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o£  problems  Inherent  to  the  categorical  model  (e.g.  lack  of  data  for  a par- 
ticular category),  the  curvilinear  equation  was  Judged  to  be  more  useful  and 
sufficiently  accurate  to  serve  as  a basis  for  estimating  reenlistment  decisions. 
The  results  indicated  that  for  "years  one  and  two"  the  equation  yielded  low 

j 2 2 

multiple  with  the  criterion  (R  *.02  and  R -.03,  respectively),  with  improved 
prediction  occurring  for  years  three  and  four  (R^-.14  and  R^-.28,  respectively). 
The  authors  also  explored  the  prediction  after  four  years  and  reported  time 
differences  In  prediction.  They  concluded  that  updating  the  prediction  system 
every  2-3  years  would  probably  Improve  forecasting  ability. 

Summary-Intent  ions 

In  summary  the  results  of  the  Segal  and  Bachman  (1976)  study  suggssted 
that  there  la  only  a small  correspondence  between  Intention  and  behavior. 

The  results  of  the  Alley  and  Gould  (1975)  study  suggested  moderate  prediction 
of  the  actual  reenlistment  criterion  only  In  the  third  and  fourth  years  of 
the  sample.  The  results  of  these  studies  are  not  directly  comparable,  however, 
because  the  Segal  and  Bachman  results  were  reported  In  precentage  form  and 
Alley  and  Gould  used  regression.  The  Alley  and  Gould  study  predicts  best 
for  Individuals  in  the  fourth  year  of  their  first  term.  At  best,  the  equation 
explains  28X  of  Che  variance.  Because  of  the  type  of  statistics  used,  It  la 
not  possible  to  determine  the  amount  of  variance  accounted  for  In  the  Segal 
and  Bachman  study.  The  Segal  and  Bachman  sample  was  aaked  to  predict  future 
behavior  knowing  little  about  the  alternatives  available  to  them.  In  the  Alley 
and  Gould  study,  first  and  second  year  groups  had  been  In  their  present  situa- 
tion a short  time  and  may  have  been  too  uncertain  of  their  past  experiences  to 
accurately  assess  their  intention  regarding  reenlistment.  However,  Individuals 
in  their  4ch  year,  when  prediction  was  best,  were  more  likely  to  be  aware  of 
alternatives  available  to  them  and  were  more  likely  to  be  able  to  predict  their 
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future  behavior. 

The  resulCB  of  these  studies  suggest  that  Intentions  are  most  accurate 
as  predictors  of  behavior  when  they  are  obtained  reasonably  close  to  the 
actual  behavior,  However,  even  under  this  condition,  prediction  Is  poor. 
Refer  to  Table  6 for  a summary  of  the  results.  The  research  results  Indicate 
that  Intentions  are  predictors  of  the  specified  criteria.  However,  the 
magnitude  of  the  variance  accounted  for  Is  small. 


Expectations  related  to  Original  Choice 
part  of  a larger  study  investigating  factors  influencing  both  enlist- 
ment and  reenlistment,  Gllckman,  et  al  (1973),  outlined  a model  of  career 
motivation  and  socialization.  Basically  the  model  encompasses  factors  and 
processes  affecting  the  enlistment  decision  and  the  reenlistment  decision. 
Variables  thought  to  affect  enlistment  were  job  training  and  educational 
opportunities.  In  the  early  stages  of  the  enlistment  decision,  the  role  of 
the  recruiter  is  theorized  to  be  one  of  sensitivity  to  the  needs  of  the 
Individual,  although  emphasizing  the  more  positive  aspects  of  the  Navy.  This 
may  produce  unrealistic  expectations  within  the  Individual.  But  other  factors 
are  present  which  may  also  Influence  early  socialization.  For  example,  the 
individual  may  believe  that  the  Navy  is  efficient  and  well  disciplined,  and 
run  by  effective  leaders  and  supervisors.  Ha  may  also  believe  he  la  entering 
a masculine  role  that  la  rigorous,  important,  and  that  he  will  develop 
skills  useful  later  in  life.  To  the  extent  these  expectations  and  ones  like 
these  are  met  by  the  Navy,  the  Individual  will  likely  to  be  satisfied.  If 
they  are  not  met  by  the  Navy,  dlasatlslaction  la  likely.  This  is  particularly 
Important  early  in  the  individuals  first  term  because  It  Is  likely  to  create 
a positive  or  negative  set  regarding  the  Navy.  If  the  set  is  negative,  the 
individual  will  probably  accumulate  gclevauces  end/or  actively  seek  out  neg- 
ative events  tn  reinforce  this  view.  During  this  time  period,  the  Individual 
la  maturing  and  his  values  and  Interest  ate  changing.  Often,  he  has  taken  on 
the  responsibilltlcB  of  a wife  and/ot  family.  However,  many  areas  exist  where 
the  individual  and  the  wife  have  no  control  of  decisions,  e.g.  where  to  live. 

To  explore  the  iactors  possibly  affecting  enlistment,  Gllckman  et  al  (1073) 
interviewed  53  men  who  had  given  some  commitment  to  enlist  (all  but  two  actually 
reenlisted);  twenty-eight  Individuals  who  had  visited  a recruiter  but  who  did 


not  enlist,  and  a group  of  30  who  had  received  recruiting  Information  but 
did  not  enlist.  In  a second  but  similar  study,  the  authors  Interviewed  20 
college  students  who  had  contacted  a Navy  recruiter  and  40  who  had  not. 
Protocols  were  established  from  the  interviews  and  "frequency  of  mention" 
by  the  subjects  was  used  to  assess  the  influence  of  a factor  affecting 
enlistment.  The  results  of  this  type  of  date  reduction  showed  that  the 
following  factors  were  positive  influences  on  the  decisions  to  rcanllat: 

Job  training,  peers,  travel,  father,  educational  benefits,  mother,  financial 
sscurlty,  maturity,  family  member  in  the  Navy.  They  also  found  positive  and 
negative  factors  effecting  the  enlistment  decision  of  those  who  did  not 
enlist.  Some  positive  factors  weret  travel.  Job  training,  and  educational 
benefits.  Negative  factors  ware:  finish  education,  recruiter.  Job  goals 
on  the  outside  appeared  to  be  more  appealing.  The  authors  concluded  that 
while  both  groups  (enlistees  and  nonanllstees)  were  job  and  career  oriented, 
the  major  difference  appears  to  be  in  the  perception  of  the  Navy  as  providing 
or  being  able  to  provide  these  goals.  The  critique  of  this  study  In  previous 
sections  Is  equally  applicable  to  this  section. 

Expectations  related  to  Attrition  Prior  to  Completion  of  Obligated  Service 
In  the  only  study  found  exploring  attrition  and  expectations,  Mobley, 
Hand,  & Logan  (1977)  reported  the  results  of  1,690  Marine  recruits  who  had 
entered  training  at  Parris  Island  In  August,  1976.  Using  graduation  versus 
both  "Intention  to  complete"  training  and  "actual  attrition  from  training" 
as  the  criterion,  the  study  longitudinally  asacssad  Individual  expectations 
regarding  the  probability  of  attaining  a number  of  outcomes  valued  either  as 
a Marine  or  as  a civilian.  In  addition  recruit  expectations  were  obtained 
regarding  organisational  characteristics  such  as  leadership.  Job  content, 
and  group  chararterlstlcs.  Both  intentions  and  actual  attrition  were  used 


as  s«parate  crltsrla,  however  only  predictors  of  actual  attrition  were 
reported.  Only  the  results  of  the  regression  analysis  for  pre-training 
measures  will  be  reported  here.  The  results  of  a stepwise  multiple  re- 
gression found  the  best  single  predictor  of  subsequent  attrition  to  be  the 
expectancy  of  completing  first  tern  enlistment  (R^".03S).  Other  predictors. 

In  order  of  entry,  were  the  sum  of  positive  minus  negative  role  outcone 
expectancies  - Marine  (.7X)t  expectancy  of  finding  an  acceptable  civilian 
Job  (.6X);  differences  in  role  forcei  Marine-Civilian  (.2X);  and  difference 
expectancies  I Marine-Civilian  (.4X).  The  total  variance  accounted  for  by 
these  6 variables  was  7.9X.  These  results  were  interpreted  to  mean  that  ns 
recruits  enter  training,  those  who 

"see  a higher  chance  of  completing  their  first  term  enlistment, 
have  more  education,  expect  the  Marine  Corps  to  lead  to  more 
positive  than  negative  outcomes,  sea  a lower  chance  of  finding 
an  acceptable  civilian  Job,  have  a greater  difference  in  Marine 
role  force  and  civilian  role  force,  and  expect  to  be  more 
satisfied,  turn  out  to  be  of  lower  attrition  risks  (p.  186)." 

Expectations  related  to  intention  or  attitudes  toward  reenllstment 
Since  the  model  and  the  procedure  for  the  Gllckman,  at  study  was 
described  in  earlier  oectlons  of  this  paper,  only  the  results  related  to 
reenllstment  will  be  described  in  this  section.  Five  Navy  men  were  inter- 
viewed in  each  of  the  following  stages  In  their  first  enlistment  for  three 
different  ratings:  6-7  weeks;  6-12  months;  22-26  months;  39-45  months,  for 
a total  of  N ■ 60  (4  stages  x 3 different  ratings  x S Individuals) . The 
results  showed  Chat,  overall,  interest  in  recnlistmont  declined  as  the  number 
of  months  In  the  Navy  Increased.  But  there  were  a number  of  positive  and 
negative  factors  effecting  reenlistment  Intention.  Some  of  the  positive 
factors  were:  training,  security,  travel,  and  pay  and  benefits.  Some  nega- 
tive factors  frequently  mentioned  by  the  sample  were:  separation,  loss  of 
freedom,  unmet  expectations,  dissatisfaction  with  leaders  and  disorganisation. 
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inequitable  treatment,  buay  work,  long  hours,  low  pay,  tiseleae  training, 
and  favoritism  to  higher  rank. 

Schneider  (1973)  used  a form  of  inotrumentallty  theory  as  a model  for 
surveying  128  Navy  enlistees'  attraction  to  both  the  Navy,  and  to  a civilian 
alternative  along  with  the  desirability  of  attainment  of  these  >utcomes. 

Schneider  suggested  that  the  desirability  and  availability  of  alternatives 
to  the  Navy  would  influence  the  individual's  reenlistment  and  career  intentions. 
The  results  of  this  study  showed  that  overall  the  sample  expected  that  the 
civilian  work  and  environment  was  more  attractive  than  the  Navy,  As  one  would 
expect,  rsenlistment  and  career  intentions  were  positively  related  to  Navy 
attraction  (r^  .17  and  r^  ■ .13,  respectively)  and  negatively  relatnd  to 

civilian  attraction  (r^  > .06  and  r^  .07,  respect Ively) . A dlfferance  score 
was  calculated  from  the  two  attraction  indices  to  examine  the  influence  of 
the  alternative  work  context.  This  difference  score  was  then  correlated  with 
both  resnllstment  and  career  intentions.  The  results  of  this  analysis  showed 
an  improvement  in  prediction  of  the  results.  Correlations  for  resnllstment 
and  career  Intentions  with  the  differences  was  significant  (r^  - .29  and  r^  ■ .27) 
These  results  indicate  that  as  attraction  to  the  civilian  work  role  increased, 
the  intention  to  participate  in  the  Navy  decreased. 

Expectations  related  to  Criteria  Unrelated  to  Withdrawal 

Kate  and  Schneider  (1972)  and  Booth  and  Holberg  (1973)  both  used  a long- 

I 

Itudinal  recruit  training  design  with  6,795  Navy  men  in  AFQT  categories  I,  II, 
and  Til  and  735  Marine  recruits,  respectively.  Kats  and  Schneider  surveyed 
their  sample  at  aevecal  points  in  time  to  assess  their  expectations  regarding 
training  and  then  their  actual  experiences.  The  results  of  the  pre-training 
survey  showed  that  physical  training,  marching,  class  work,  and  getting  enough 
sleep  were  the  most  Important  anticipated  problems.  The  follow-up  results 
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ihowad  that  only  getting  enough  Bleep  wae  an  actual  problem. 

With  regard  to  expectations,  Booth  and  Holberg  (1973)  found  that  recruits 
with  the  most  favorable  attitudes  toward  spirit,  affiliation,  and  authority 
wars  batter  adjusted  personally  and  socially,  expected  to  graduate  from 
recruit  training  and  to  perform  effectively  in  combat. 

Summary-Expectations 

In  general  the  concept  of  expectations  has  been  used  in  conjunction  with 
factors  Influencing  enlistment  and  reenllatmant  decisions  (Oliclonan  a^  1973), 
the  probability  of  attaining  apeciflc  service  related  and  civilian  role  out- 
comes (Mobley  at  al..  197/$  Schneider,  1973),  and  In  comparison  to  actual  experi- 
ences (Kata  and  Schneider,  1972). 

Specifically  the  finding  that  axpectatlona  ragarding  completion  of  train- 
ing hava  been  found  to  effectlvaly  dlacrimlnate  betwaan  attrltes  snd  nonattrltaa 
(Booth  and  Holbarg,  1973}  Mobley  et  al.,  1977)  auggaati  two  poealbla  axplana- 
tlone.  Ona  la  that  attrltaa  and  nonattrltaa  dlffsr  In  cartaln  parsonallty 
trait  dimensions  such  as  confldsnca,  anxiety,  self-concept,  ate.  The  othar 
relataa  to  state  personality  dlmenslone  of  alrollar  typea.  This  would  suggsst 
that  an  influence  of  the  unknown— an  anticipated  atresaful  situation  of  recruit 
training — may  interact  with  a particular  personality  dimension.  Ona  major 
difference  in  the  two  le  that  the  latter  may  be  more  amenable  to  modification 
than  the  former.  By  providing  individuals  with  raallatic  and  accurate  informa- 
tion about  what  to  expect  in  training,  it  nay  be  possible  to  reduce  the  antici- 
pated stress  of  the  situation.  This  process  is  supported  by  research  in  the 
industrial  literature  (llgen  and  Seely,  197At  Wanoua,  1973).  Another  finding 
in  this  section  is  that  the  problems  anticipated  prior  to  recruit  training  ware 
not  found  to  be  problems. 

In  conclusion,  the  concept  of  met  and  unmet  expectationa  aa  an  explana- 
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tory  tool  (Porter  and  Steers,  1973)  may  become  quite  useful  to  researchers. 
However,  In  the  military  research  reviewed,  it  currently  appears  to  account 
for  a relatively  small  percent  of  the  variance.  Refer  to  Table  7 for  a 
BuniAtary  of  rssults.  It  la  believed  that  more  theoretical  specification  is 
needed  for  the  concept  to  be  useful  In  prediction. 
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Demographic  and/or  Biographical  Data  related  to  Original  Choice 

The  Gllckman  et  al.,  (1973)  study,  reviewed  In  detail  In  earlier  sections 
of  this  paper,  examined  selected  background  variables.  Some  of  the  back- 
ground factors  found  to  Influence  enlistment  weri'  the  peer  group,  the  Indl- 

e 

vldual's  father  and  mother,  and  having  at  least  one  member  of  Che  family  In 
the  Navy.  Father  was  reported  to  be  a positive  factor  influencing  those 
who  decided  not  to  enlist. 

Demographic  and/or  Biographical  Data  related  to  Attrition  Prior 
to  Completion  of  Obligated  Service 

A large  number  of  variables  have  been  studied  under  this  topic.  But 
one  of  the  more  consistent  variables  has  been  Che  level  of  formal  education. 

In  one  study  of  at  rlclon,  Lockman  (1976)  surveyed  over  66,000  Navy  recruits 
in  1963,  obtaining  Information  regarding  age,  education  level,  race,  dependents 
and  teat  scores.  Recruits  were  grouped  by  combinations  of  predictors  defined 
in  binary  form  and  loss  rates  were  calculated  from  each  group.  The  criterion 
of  loss  or  survival  was  also  binary.  The  variables  were  divided  Into  15  levels 
and  all  were  used  as  predictors  In  a reoresslon  equation.  The  results  showed 
that  92%  of  the  variance  was  explained  by  the  15  predictors.  The  best  single 
predictor  of  lose  was  lower  education  level,  l.e.  the  lower  the  education  level 
of  the  recruit,  the  more  likely  the  individual  would  atCrlCe  from  the  Navy. 

This  finding  has  been  supported  from  other  studies:  Mobley  et  al.  (1977) 
found  that  attrites  from  recruit  training  had  less  education  than  graduates: 
Greenberg  and  McConeghy  (1977)  reported  similar  results  with  attrites: 
and  Plag  et  al . (1970)  found  that  those  who  had  comploted  high  school  were 
more  likely  to  bo  an  "effective''  Marina.  Plag  defined  an  "effective"  Marine 
by  combining  a variety  of  disparate  Indices  of  adjustment  and  performance 
most  of  which  related  to  whether  the  Individual  was  desirable  for  retention 
(e.g.,  suitability,  recommendation  for  reenlistment , etc.),  Mathws  (1977) 
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found  similar  support  for  desertion  and  early  attrition:  those  with  high 
school  diploma  were  leaa  likely  to  desert  or  attrlte,  with  r^  ■ 4X  and  5X, 
.respectively.  Guinn  (1977)  reported  that  regardless  of  mental  group  cate- 
gory, non  high  school  graduates  had  much  higher  attrition  rates. 

Age  has  also  been  a factor  related  to  attrition.  In  one  study,  Flag 
et  al.  (1970)  surveyed  over  three  thousand  Marine  enlistees  using  63  pre- 
dictor variables  and  the  effectiveness  criterion  mentioned.  The  Flag  et  al. 

I 

study  found  that  the  loss  rate  for  the  17  year  old  group  was  highest,  while 
the  loss  rate  for  18  and  19  year  olds  was  lowest.  The  finding  regarding  the 
17  year  old  group  was  recently  supported  by  Guinn  (1977).  Lockman  (1975), 
on  the  other  hand,  found  that  the  variable  ^'20  and  older"  when  used  as  an 
independent  variable  was  positively  related  to  loss.  Mathews  (1977)  also 
found  that  those  enlisting  at  age  21  or  greater  to  be  poorer  risks,  however 
the  r2*.3X.  It  appaara  that  the  relationship  is  not  linear. 

Lockman  presented  data  to  determine  the  relationship  of  race  to 
loss.  He  found  that  minority  loss  rates  wars  higher  than  non-minority  loss 
rates.  But  when  he  partitioned  by  eliglbildty  for  military  school,  he  found 
that  the  loss  rate  to  be  higher  for  non-minorities  (26. 3X)  than  for  minorities 
(22. 6X).  In  another  partition,  civilian  education,  the  non-mlnorltles  group 
was  higher  (22. 2X)  than  the  minorities  group  (19. 9X). 

However,  Mathews  (1977)  found  that  Caucasians  were  more  likely  to  desert 
and  to  uttrlte  early,  but  added  little  to  the  overall  prediction  equation. 

Flag  et  al.  (1970)  used  effectiveness  as  the  criterion  with  enlistees  admitted 
under  a "new  mental  standard"  (lower  than  previously  allowed).  Although  the 
difference  was  small,  he  found  that  minorities  were  less  "effective"  than 
non-mlnorltles. 

Several  blographlral/demogrophlc  scsles/prof lies  have  been  found  to  bs 


related  to  attrition.  Guinn  et  al.  (1975)  combined  two  subscalee  (Prediction 
of  Emotional  Instability  and  the  Prediction  of  Drug  Use  Admission  (or  PDA) 
of  the  History  Opinion  Inventory  to  form  an  adaptation  index.  The  PDA  by 
itself  was  found  to  be  almost  as  effective  as  the  ADI  in  predicting  attrition. 

Richardson  et  al.  (1975)  used  the  Enlistee  Profile  (EP) , Early  Experience 
Questionnaire  (EEP) , the  What's  Your  Opinion  Questionnaire,  and  the  Work 
Environment  Preference  Schedule  to  predict  attrition  within  the  first  180 
days  with  an  Army  sample  of  3,304.  Attrltea  were  found  to  answer  two> 
thirds  of  the  questions  in  the  EP  and  the  EEQ  significantly  different  than 
those  not  attrltlng  within  the  180  day  criterion.  The  combined  EP  and  EEQ 
accounted  for  17. 6X  and  10. 2X  of  the  variance  respectively. 

Marital  status  of  the  parents  has  been  found  in  one  study  to  be  related 
to  attrition,  ,Plag  et  al.  found  that  recruits  whose  parents  were  living 
together  had  higher  effectiveness  scores  (X  - .6492)  than  when  one  or  both 
were  deceased  (X  ■ .5933)  or  separated,  divorced,  adopted,  or  from  a foster 
home  (X  ■ .5340) . 

Mot  all  the  research  has  been  positive  with  regard  to  demographic /bio- 
graphic variables  and  attrition.  Larson  and  Kristiansen  (1969)  related  a 
number  of  scales  (Personal  Opinion  Scale,  Psychopathic  Delinquency  Scale, 
Neurotic  Delinquency  Scale  and  Subcultural  Delinquency  Scale;  the  Overall 
Acceptability,  and  several  background  variables  with  a criterion  of  early 
identification  of  potential  disciplinary  offenders.  The  criterion  was 
comprised  of  several  factors  including  Article  15,  AWOL,  court  martial, 
undesirable  discharge  pending,  and  punitive  discharge.  This  combination  of 
predictors  accounted  for  3X  of  the  variance. 

Summary-Demographic  and/or  Biographical  Data  related  to  Attrition  Prior  to 
Completion  of  Obligated  Service 

The  studies  reviewed  in  this  section  suggest  that  education  level 
may  be  the  most  consistent  predictor  of  attrition  of  the  btographical/demo- 
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graphic  variables.  Six  studies  (Greenberg  £>  MeConeghy  1977;  Guinn  1977; 

Lockmain,  1975;  Mathews,  1977;  Mobley  et  al.,  1977;  P)ag  et  al.,  1970) 
consistently- found  that  the  higher  the  level  of  formal  education  (l.e. 
through  high  school)  the  more  likely  the  Individual  would  not  at trite. 

The  research  relating  age  to  attrition  has  been  less  consistent. 

Flag  et  al.  (1970)  found  a positive  relationship.  However  Locknan  (1975) 
found  that  the  highest  loss  rate  was  for  the  youngest  group  (17  ysar  olds), 
the  lowest  loss  rate  was  for  18-19  year  olds,  and  the  20  and  older  group 
having  a loss  rate  between  the  other  two  categories. 

With  the  exception  of  the  Lockman  (1975)  study,  the  variance  explained 
by  demographic /biographic  predictors  rarely  exceeds  lOX.  Vfhen  the  Lockman 
study  Is  examined,  it  is  noted  that  grouped  data  were  used  as  predictors, 
that  is  recruits  were  grouped  by  combinations  of  predictors  defined  in 
binary  form  and  rates  were  calculated  for  each  group  of  recruits.  The  utility 
of  the  Lockman  analysis  Is  limited  to  predictions  of  group  behavior.  The 
use  of  demographic/biographical  variables  to  predict  attrition  seems  to  bo 
based  on  tho  Intuitive  theory  that  those  individuals  who  leave  the  military 
prior  to  the  expiration  of  their  term  bring  into  the  military  a completely 
different  set  of  personal  characteristics  from  those  who  remain.  Further, 
that  given  adequate  time,  money  resources,  etc.,  these  characteristics  can 
be  Identified,  and  the  results  will  be  a mors  accurate  selection  of  individuals. 
It  appears  that  the  use  of  demographic /biographic  data  by  thamselvas,  will 
be  inadequate  as  long  as  important  eltuatlonal  constraints  and  raalleias  of 
the  military  are  not  tflso  given  explicit  concurrent  consideration.  A more 
comprehensive  view  of  factors  affoctlng  attrition  is  therefore  recommended 
for  future  research. 
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Demographic  and/or  Biographical  Data  related  to  Reenlistment 

A large  number  of  variables  have  been  reported  In  this  area  of  research. 
Race,  has  been  reported  In  at  least  six  studios  (Enns,  1974;  Grace  et  al., 

1976;  Haber  et  al.,  1974;  Lindsay  & Causey,  1969;  Nelson,  1970;  Quigley  and 
Wilburn,  1969)  to  be  related  to  raenllstment . The  Grace  et  al.  and  Haber  et 
al.  studies  found  that  race  had  little  Impact  on  reenlistment.  The  Grace 
et  al.  study  constructed  tables  and  used  phi  coefficients  to  determine  the 
relationships  between  variables  for  627  first  term  enlisted  man.  These  results 
were  cross  validated  on  a second  sample  of  218  by  comparing  moans.  In  this 
manner  It  was  found  that  "race  other  than  white,  proved  to  be  the  weakest  of 
the  significant  predictors.  Haber  et  al.  (1974)  used  a multidimensional 
contingency  table  analysis  with  700,000  marines,  a large  number  of  predictor 
variables,  and  a reenlistment  criterion.  The  results  of  this  study  were  that 
race  had  little  impact  on  the  reenlistment  rate. 

The  four  studies  finding  that  minorities  were  more  likely  to  reenllst 
than  non-minor It les  used  regression  analyses  (Enns,  1975;  Lindsay  & Causey, 

1969;  Nelson,  1970;  Quigley  & Wilburn,  1909).  Whether  or  not  this  could  account 
for  the  difference  in  findings  lo  not  readily  determinable. 

The  Influence  of  education  on  reenllstments  has  also  been  explored. 

LsRocco  et  al.  (1974)  used  discriminant  analysis  with  biographical  data  and 
797  Navy,  white,  enlisted  personnel  to  predict  reenllstment.  The  results  for 
the  education  level  variable  showed  that  those  not  recommended  for  reenllstment 
had  less  education  than  both  those  who  rsenllsted  and  those  who  were  recommended 
but  did  not  reenllst.  Enns  (1975),  with  a sample  of  1,638  Nsvy,  Army  and  Air 
Force  reenllHtees,  found  that  education  level  was  negatively  related  to 
reenllstment  rats.  This  finding  was  supported  In  a study  by  Quigley  & Wilburn 
(1969)  whore  oducatlon  was  a significant  contributor  to  two  model  equetlona 
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accouncing  for  79X  and  90X  of  the  variance.  Two  other  studlee  have  found 
chat  education  had  little  impact  on  reenlletment  (Haber  et  al.,  1974, 

Nelson,  1970). 

LaRocco  et  al.  (1975)  found  that  age  was  a significant  predictor  in  a 
regression  equation  that  accounted  for  35X  of  the  variance.  The  results 
showed  that  chose  who  were  recommended  for  reenlistment  and  actually  did 
reenllst  were  slightly  older  than  those  who  were  recommended  but  did  not 
reenllec  and  about  2 veers  older  (on  the  average)  than  chose  who  were  not 
recommended  or  prematurely  dlacharged.  In  contraat,  Enns  (1975)  found,  that 
age  at  enlistment  to  be  negatively  related  to  reenl'lstment  rate.  Haber  et  al. 
(1974)  found  that  age  had  little  effect  on  reenlistuiant . 

Not  auvpriaing  are  the  flndinge  that  grade  or  rank  is  positively  related 
to,  and  typically  one  of  the  most  significant  factors,  predicting  reenllstment 
(Haber  et  al,,  1974$  Lindsay  & Causey,  1969). 

Another  consistent,  yet  not  surprising  finding.  Is  that  the  number  of 
dependents  a service  member  has  sarves  to  increase  the  probability  of  reenllst- 
ment (Haber  et  al.,  1974;  LaRocco  et  al.,  1975). 

Haber  et  al.  (1974)  have  reported  a number  of  other  variables  related  to 
reenllstment.  They  found  that  the  longer  the  length  of  first  term  enliatment 
(up  to  four  years),  the  greater  the  probability  of  reenllstment.  In  addition, 
it  was  found  that  Che  military  occupation  of  Che  member  was  an  important  factor 
in  Influsncing  reenlistmenc,  e.g,  the  probability  of  reenlistlng  Is  60X  higher 
fur  individuals  whose  primary  job  is  "general  repair"  than  for  individuals 
whose  Job  is  a ground  combat  specialty.  Individuals  classified  as  "other 
skills"  had  almost  as  great  a probability  of  reenlistlng  as  did  those  who 
ware  classified  as  "general  repair."  Clerical  and  related  skills  fall  between 
"ground  combat"  and  "other  skills"  for  probability  of  reenlistlng. 
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Region  of  the  country  has  also  been  found  to  be  related  to  reenlistment. 

Haber  et  al.  (1974)  found  that  individuals  from  the  West  had  the  highest 
probability  of  reenllsting.  The  South  and  North  were  next  in  order,  respec- 
tively. The  East  had  the  lowest  probability  of  reenllsting.  Haber  et  al. 

(1974)  found  that  the  population  else  of  the  county  of  residence  prior  to 
enlistment  had  little  Impact  on  reenlistment.  Other  geographical  varlalles 
have  been  found  to  be  related  to  raenllstment.  Llndaay  and  Causey  (1969) 
grouped  states  into  five  categories  on  the  basis  of  per  capita  income.  The 
results  indicated  that  the  highest  rate  of  raanllatment  occurred  with  indi- 
viduals from  low  income  states.  Further,  that  this  relationship  was  negative 
linear.  LsRocco  et  al.  (1975)  reported  that  raenlistees  were  more  likely  to 
have  bean  brought  up  on  poorer  homes  than  those  not  reenllsting. 

Summary-Oamographic  and/or  Biographical  Cats  related  to  Reenlistmant 

In  summary  the  overall  findings  for  this  section  are  that  a low  and 
inconsistent  relationship  exists  between  the  predictors  and  the  criterion. 

Demographic /Biographic  Variables  related  to  hitentlone/Attltudas  toward  Reonllstment 
Four  Studies  were  found  to  have  demographic/biographic  variables  related 
to  reenlistmant  intontions  or  attitudes  (Holoter  et  al.  1973(  Hols  and 
Schreiber,  1977}  Nelson  and  Berry,  1968;  Stolnff  et  al.,  1972). 

Stuloff  examined  the  raenllstment  intentions  of  3,).15  Navy  men  aboard 
ships  in  this  first  term  of  enlistment.  Using  regression  analysis,  they 
created  a profile  of  a typical  resnllstee.  For  the  demographic /biographic 
variable,  they  reported  that  the  typical  reenlistee  is  married,  has  a larger 
family  which  lives  near  to  the  ship's  home  port,  and  comes  from  a family  of 
lower  socio-economic  status.  The  finding  that  reenlistment  is  more  likely 
among  Individuals  with  lower  soelo'sconomlc  status  was  partially  supported  in 
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the  study  by  Hols  and  Schralber  (1977) . They  randomly  selected  a sample 
of  1,564  Army  enlisted  non-conunlasloned  officers.  They  used  a number  of 
predictors  with  reenllstment  Intention  as  the  criterion.  The  results 
showed  that  socio-economic  status  (In  conjunction  with  other  variables) 
was  negatively  related  to  reonllstment  intentions  only  for  non-first  term 
enlistees,  i.e.,  second  term  or  career  personnel.  This  variable  accounted 
for  3X  of  the  variance. 

Holoter  et  cl.  (1973)  made  an  attempt  to  evaluate  the  Impact  of  the 
Navy's  Career  Counseling  Program  on  reenllstment  Intentions  with  a sample 
of  1,711  first,  second  or  extended  term  enlisted  personnel  and  its  Impact. 

Other  variables  ware  used  but  the  results  of  the  analysis  by  race  showed  that 
neither  blacks  nor  whites  thought  the  Career  Counseling  Program  had  any  im- 
pact on  their  Intention  to  reenllst. 

Nelson  & Berry  (1966)  examined  change  in  attitudes  toward  re-enlistment 
over  two  points  in  time  with  900  first  term  marlnesi  1)  after  10  weeks  of 
training;  2)  after  2 years  of  service.  The  results  showed  that  attitudes 
toward  reenllstment  decreased  at  the  end  of  the  2 years  of  service. 

Demographtc/Blographic  Variables  related  to  Recommendation  for  Reenllstment 

Plag  (1969)  classified  3,630  Navy  recruits  Into  effective  or  ineffective 
categories.  An  effective  recruit  was  defined  as  having  completed  a A year 
term  and  being  recommended  for  reenllstment.  Ineffective  recruits  were 
defined  as  those  having  early  separation  and/or  not  recommended  fur  reenliat- 
ment.  Flag  followed  subjects  for  4 years  and  administered  the  surveys  four 
timust  L)  pre-enlistment;  2)  2nd  week  of  recruit  training;  3)  final  wsek  of 
recruit  training;  and  4)  after  2 years  of  active  duty.  The  results  of  multipls 
product-moment  correiatlons  of  the  uniquely  elgnif leant  verleblaa  for  each 
stage  showed  that  education  and  family  atablllty  was  positively  related  to 
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sffectlvenABs,  and  that  the  number  of  expulaiona/euspenalona  from  achool  wae 
negatively  correlated  with  eff ectlvenesfi  (except  for  Stage  3 where  it  waa 
positively  related  to  the  criterion) . 

Sands  (1976)  used  a criterion  almllar  to  the  Flag  (1969)  study  with  the 
predictors  being  1)  AFQT  score:  2)  number  of  years  of  school;  3)  number  of 
expulalons/suspenslons  from  school.  The  results  of  a regression  analysis 
with  his  sample  of  364  Navy  personnel  accounted  for  9%  of  the  variance. 
Regressions  coefficients  for  the  three  independent  variables  ware  positively 
related  to  tha  effectiveness  criterion.  These  findings  are  not  totally 
consistent  with  the  Flag  study.  For  example*  both  studies  found  that  educa- 
tion waa  positively  related  to  effectlvenaaa.  The  results  of  the  studias 
disagree  for  the  variable  "number  of  expulsions/ suspensions."  Flag  found  It 
to  be  negatively  related  while  Sands  reported  a positive  relationship. 

Demographlc/Blographlc  Data  related  to  other  Forms  of  Withdrawal 
Drucker  at  al.  (1973)  used  a sample  of  2*072  anlistsd  man  to  compare 
soldiers  AWOL  with  a group  not  going  AWOL  on  a number  of  variables.  The 
results  of  t-tssts  between  these  groups  indicated  that  AWOL  subjects  had 
significantly  lass  education  than  the  non-AWOL  group. 

Larson  & Kristiansen  (1969)  attempted  to  predict  disciplinary  offenses 
in  a sample  of  1*999  mala  trainees  with  a number  of  blographlc/demographlc 
predictors.  The  total  varalnce  explained  was  3X. 

Demographic/Biographic  Date  and  criteria  unrelated  to  Withdrawal 
llolberg  and  Booth  (1973)  compared  the  attitudes  of  3 samplsa  of  recruits 
selsoted  during  1961,  1967*  and  1969.  The  else  of  the  samples  ware  704,  476, 
481  respectively,  Altiuiugh  they  were  mainly  interested  in  attitude  differences 
among  the  throe  samples,  several  differences  in  demographic/biographical  data 
were  nlsn  reported.  They  found  that  the  1961  group  was  young,  less  educated 


and  more  likely  to  be  tingle.  The  1967  recruit  had  a higher  level  of  educa- 
tion and  waa  more  likely  to  be  unmarried  than  the  other  groupt.  Mo  statement 
was  made  of  the  sampling  technique  thereby  casting  doubt  on  the  validity  of 
the  study. 

Ooldtamt  (1973)  compared  pre  and  post  training  attitudes  1,873  category  IV 
Navy  recruits  toward  21  attitudes  items  grouped  Into  the  following  eategerisst 
job  relatsd  factors;  Interpersonal  relations;  physical  and  mental  well-being; 
education  and  training.  He  also  used  ssveral  blographlcal/demographie  variables 
as  moderators.  The  results  of  the  analysis  using  the  moderators,  found  race, 
sducatlon,  and  geographic  area  had  some  effect  on  modifying  the  means  for  ths 
many  of  attituda  Items.  Tha  multiplicity  of  results  ware  dlcussad  in  a previous 
section. 

Flag  et  al.  (1968)  obtained  samples  of  AFQT  Category  IV  Navy  and  Marine 
corps  enlisted  personnel.  A performance  effectiveness  scale  was  developed 
which  was  based  on  a number  of  conduct  and  proficiency  ratings.  Performance 
was  measured  at  three  points  In  timet  1)  during  recruit  training  2)  after  2 
years  of  active  duty;  and  3)  at  the  end  of  the  Ist  enlistment.  For  the  Navy 
sample,  "years  of  school  completed"  was  positively  related  to  effectiveness. 

For  the  Marine  group,  years  of  education,  religious  (Cafhollc)  and  age  were 
positlvttly  related  to  the  effectiveness  criterion.  Frequency  of  dating  was 
curvilinear.  Education  was  the  best  single  predictor. 


Summary-Demographic  and/or  Biographical 

Overall  ths  most  noteworthy  finding  In  this  section  Is  that  - of  all  the 
blographlcal/demographie  pradlctora  of  attrition  ravlawad  hart  - the  level  of 
formal  education  Is  the  most  conslstsnt  predictor.  Four  studies  wore  reviewed 
that  found  that  the  higher  the  level  of  formal  education  the  more  likely  the 
Individual  woUi.d  remain.  It  should  also  be  noted  that  thle  relationship  was 


not  always  linear.  The  remaining  demographic /biographical  variables  were 
somewhat  Inconsistent  In  the  relationship  to  their  respective  criterion. 
When  stated,  the  amount  of  variance  accounted  for  was  rdflatlvely  small. 
Refer  to  Table  8 for  a summary  of  results. 


Demographic  and/or  Biographical  Variables 
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(1970)  enlisted  criterion. 
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Psychological  Variables  related  to  Attrition 
Prior  to  completion  of  Obligated  Service 

Yellon  (1975)  investigated  the  prediction  of  discharge  for  delinquent 
behavior  using  the  Delinquent  Behavior  Inventory  (DBI)  with  2,500  Navy  recruits 
during  first  week  of  basic  training.  Specifically  the  study  reported  a nega- 
tive attitude  toward  authority  and  discipline,  delinquents  had  a general  disregard 
for  law  and  order,  a lack  of  motivation,  and  a general  exhibition  of  antisocial 
behaviors.  However,  the  OHl  accounted  for  only  67,  of  the  variance. 

Psychological  Variables  related  to  Other  Forms  of  Withdrawal 

Two  studies  were  found  that  related  psychological  inventories  to  disci- 
plinary offenses  (Larson  & Krlstlansn,  1969)  and  AWOL  (Drucker  et  al. , 1973). 
Drucker  et  al.  administered  the  California  Psychological  Inventory  (CPI)  to 
2,072  enlisted  men  and  compared  those  who  went  AWOL  with  those  who  did  not. 

The  results  from  the  CPI  showed  that  those  absent  without  leave  scored  signifi- 
cantly lower  on  all  nine  CPI  scales  than  did  the  non-AWOL  enlisted  men.  The 
research  utilized  the  test  for  differences  in  means.  The  percent  of  variance 
accounted  for  cannot  be  determined  by  this  test.  Larson  & Kristiansen  found 
the  Personal  Opinion  Scale  and  the  Overall  Acceptability  Scale  not  to  be  very 
useful  in  predicting  future  disciplinary  offenses. 

Summary-Psychological  Variables 

The  studies  reviewed  in  this  section  either  accounted  for  an  extremely 
small  percent  of  the  variance  or  were  designed  in  a manner  that  did  not  permit 
the  amount  of  variance  accounted  for  to  be  stated,  lllnimal  evidence  was  found 
establishing  a strong  relationship  between  psychological  variables  and  forms  of 
withdraw.!]  behavior.  Refer  to  Table  9 for  a summary  of  results. 


Psychological  Variables 
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Aptitude  related  to  Attrition 
Prior  to  Completion  of  Obligated  Service 

Recently  Guinn  (1977)  described  the  results  of  an  attrition  study  with 
aptitude  variables  entering  into  prediction.  The  study  attemf,  i the  eatly 
identification  of  attrltes.  Two  measures  of  aptitude  were  employed:  Armed 
Service  Vocational  Aptitude  Battery  (ASVAB)  and  the  Armed  Forces  Qualification 
Test  (AFQT) . These  measures  were  used  in  combination  with  various  age  and 
educational  standards.  The  results  of  this  study  suggest  that,  with  a com- 
bination of  predictors,  judicious  use  of  a selection  index  may  result  in  savings 
associated  with  military  and  technical  training.  The  combination  of  variables 
found  to  be  feasible  for  use  was  s composite  score,  age,  and  a non-high  school 
graduate.  A second  portion  of  the  attrition  study  attempted  the  early  identi- 
fication of  Security  Police  attrltes.  The  procedure  employed  was  to  administer 
three  measures  to  a sample  of  4,501  basic  airmen  who  had  been  assigned  to  the 
security  police  AFSC.  The  measures  were:  1)  History  Opinion  inventory;  2)  Air- 
man Assessment  Inventory;  and  3)  Vocational  Interest  Career  Examination.  The 
results  of  regression  analysis  of  these  measures  in  combination  with  aptltudinal 
data  resulted  in  a multiple  ■ .21.  The  model  was  reported  to  be  able  to 
identify  correctly  94%  of  the  sample  after  technical  training, 

Mathews  (1977)  used  a large  number  of  aptitude  and  other  variables  in  a 
stepwise  multiple  regression  format  and  was  only  able  to  account  for  10%  of 
the  variance.  The  criterion  was  attrition  within  two  years.  The  following 
aptitude  scores  entered  negatively  into  the  equation  but  did  not  individually 
account  for  more  than  1%  of  the  variance:  Classification  Inventory,  Pattern 
Analysis,  General  Information,  Arlcnmetlc,  Verbal.  The  AFQT  was  positively 
related  to  attrition. 

Lockman  (1976)  grouped  recruits  into  categories  of  mental  groups  by 
dividing  up  AFQT  scores  in  regression  analysis.  For  the  mental  groups,  the 
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highest  two  mental  categories  (93^ percentile  & above  and  65-92  percentile) 
were  negatively  related  to  losses  while  the  lowest  categories  (31*’^-48*‘*^  and 
30*"*'  percentile  & below)  were  positively  related  to  losses.  This  suggests 
that  the  higher  AFQT  scores  (MGI  and  II)  are  associated  more  with  "loss"  while 
the  lower  AFQT  (MG  III  and  IV)  are  associated  more  with  "stay".  The  overall 
equation  with  15  variables  accounted  for  92X  of  the  variance,  however  the 
equation  was  predicting  group  behavior  rather  than  Individual  behavior. 

As  mentioned  in  earlier  sections  of  this  paper,  Flag  et  al.  (1977)  attempted 
to  predict  military  effectiveness  from  a variety  of  disparate  indices  of  ad- 
justment and  performance  in  3,443  "new  mental  standard"  marines.  The  analysis 
was  done  in  three  stages.  The  stages  were  described  In  detail  in  an  earlier 
section  of  this  paper.  The  results  of  Che  regression  analysis  for  Stage  1 
found  that  4 variables  accounted  fur  7%  of  the  variance.  The  four  variables 
comprising  the  model  equation  (and  their  Beta  weights,  all  positive)  were; 
Education  (.1776);  Army  Qualification  Battery  average  (.0990);  Parents  Marital 
Status  (.0981);  and  age  (.0837).  The  Stage  II  and  III  analyses  for  those  Marines 
graduating  from  recruit  training  were  as  follows:  In  Stage  2,  six  variables 
entered  and  accounted  for  8%  of  the  variance.  The  beta  weights  were:  Educa- 
tion -.16;  age  -.11;  Basic-  Aveiage  (arithmetic  reasoning,  mechanical  aptitude, 
general  information  test)  -.09;  Parents  Marital  Status  -.08;  Race  .08;  AQB  - AE 
(Armor,  Artillery,  and  Engineering)  -.07.  In  Stage  3,  seven  variables  accounted 
for  8%  of  the  variance.  The  beta  weights  were:  Education  -.15;  age  -.10; 

Race  -.09;  Parents  Marital  Status  -.09;  AQB  - AE  -.09;  Proficiency  Platoon  .08. 

Aptitude  Scores  related  to  Actual  Reenlistment 

In  an  attempt  to  predict  an  airman's  reenlistment  potential,  3,062  first- 
term  enlistees  who  had  completed  2.5  - 3.5  years  of  active  duty  were  used  to 
develop  a ReenlisLment  Potential  Index,  used  in  conjunction  with  aptitudlnal 
scores  and  final  disposition  of  In/ouc  of  service.  This  study  accounted 
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for  30%  of  the  variance  using  biographical,  aptltudlnal,  & attltadlnal  data. 
Contributions  of  aptitude  scores  to  the  equations,  or  the  directionality  of 
the  coefficients  were  not  supplied.  However,  by  using  computer-determined 
cutoff  scores,  81%  of  the  sample  were  correctly  classified  with  respect  to 
the  reenllstment  decision.  Flfty-alx  percent  of  the  reenllstees  were  Incor- 
rectly Indenilfled,  while  6%  of  the  group  who  actually  left  the  service  were 
incorrectly  classified  as  careerists. 

Aptitude  Scores  related  to  Recommenoatlon  for  Reenllstment 

Flag  (1969)  surveyed  3,630  Navy  recruits  In  May  and  August  of  1960  at 

four  stages:  Stage  A - prior  to  enlistment;  Stage  B - 2nd  week  of  training; 

Stage  C - final  week  of  training;  Stage  D - after  2 years  of  active  duty. 

Flag  used  a large  number  of  variables  adding  several  at  each  stage  using  an 

effectiveness  criterion  considering  an  effective  sailor  as  one  who  completed 

4 years  and  was  recommended  for  reenllstment.  Ineffective  sailors  were  those 

having  early  separations  and/or  those  not  recommended  for  reenllstment.  The 

results  of  multiple  correlations  of  the  aptitude  variables  at  each  stage  showed 

that  AFQT  was  positively  related  to  effectiveness  only  at  Stage  A (r^  ■■  .02). 

Arithmetic  scores  were  positive  related  to  the  criterion  at  Stages  B,  C,  and 

D (r^  " .02,  .01,  and  .01,  respectively),  while  mechanical  scores  were  only 

2 

significantly  and  positively  related  at  Stage  B (r  - .015).  The  amount  of 
variance  accounted  for  at  Stages  A,  B,  C,  and  D were  .144;  .152;  .176;  and 
.25,  respectively. 

Using  a similar  criterion  of  effectiveness,  Sands  (1976)  developed  an 
odds  for  effectiveness  Cable  (OFE)  using  aptitude  test  score,  number  of  years 
of  school  completed  and  number  of  expulslons/suspenslons  from  school  as  pre- 
dictors. This  was  a revision  of  an  earlier  OFE  table  which  also  included 
number  of  arrests.  The  sample  consisted  of  3,649  divided  Into  a developmental 
sample  of  2,471  and  an  evaluation  sample  of  1,178.  The  aptitude  scores  were 
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the  AFQT  scores  divided  into  4 categories  similar  to  the  1-IV  categories 
used  by  the  services.  The  results  of  the  regression  analysis  was  a regression 
equation  from  which  the  OFR-2  table  could  be  constructed.  The  regression 
coefficient  from  that  equation  for  the  AFQT  variables  wca  .82.  The  amount 
of  variance  accounted  for  by  the  complete  equation  or  each  lnd<apendent 
variable  was  not  stated. 


Aptitude  and  Studies  Unrelated  to  Withdrawal 
Holberg  and  Booth  (1973)  measured  attitudes  toward  the  Marine  Corps 
of  735  recruits  at  four  successive  stages:  1)  Beginning  of  training; 

2)  End  of  phase  I;  3)  End  of  phase  II;  and  4)  End  of  training.  They  also 
collected  aptitude  data  from  the  General  Classification  Test  (GCT) . The 
results  of  correlations  with  four  attitude  subscales  and  aptitude  data 
indicated  that  those  who  had  the  most  favorable  attitude  toward  toughness 
had  lower  aptitude  than  other  recurlta  (r^  ■ .156).  On  the  other  handi 
recruits  who  had  a more  favorable  attitude  toward  spirit  tended  to  be  of 
higher  aptitude  than  other  recruits  (r^  >■  .095). 


Summary-Aptitude 

Refer  to  Table  10  for  a summary  of  results.  The  studies  using  Individual 
data  accounted  for  variance  ranging  from  7X  to  30X.  However,  even  within 
this  range,  some  methodological  problems  existed. 

The  use  of  grouped  data  appears  to  be  meaningful  for  the  military 
services.  High  amounts  of  accounted  for  variance  are  possible  through  the 
use  of  grouped  data  because  the  Individual  variances  are  lost.  Assuming  that 
the  military  services  are  primarily  Interested  In  retaining  specified  "groups" 
rather  than  specified  Individuals,  grouped  data  appears  to  be  a viable^ 
approach  to  data  analysis. 
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Performance  Related  to  Actual  Reenlistment 

LuRocco  et  al,  (1975)  obtained  performance  satisfactoriness  data  on 
797  Navy,  white,  enlisted  men  in  this  first  term  of  enlistment  at  the 
beginning  of  a 6-month  overseas  deployment.  The  Independent  meauures 
consisted  of  the  previous  Quarterly  Performance  Marks  given  to  the  Individual. 
These  Included  ratings  of  1)  professional  performance,  2)  military  behavior, 

3)  military  appearance,  and  4)  adaptability.  In  addition,  both  Promotion 
Rate  and  the  number  of  demotions,  were  used  to  predict  actual  reenlistment. 

The  criterion  had  three  categories  1)  recommended  for  reenllstment  and  did 
reenlist;  2)  recommended  but  did  not  reenlist;  3)  not  recommended  or  pre- 
maturely discharged.  The  results  of  a step-wise  Discriminant  Analysis  found 
8 variables  that  accounted  for  a total  of  34. 7X  of  the  variance.  Military 
behavior  and  demotions  accounted  for  12.3%  and  B.5%  of  the  variance,  respec- 
tively. Promotion  rate  accounted  for  7.8%  of  the  variance;  number  of  times 
expelled  from  school  accounted  for  6.2%  of  the  variance.  Reenllstment  was 
best  predicted  by  those  Individuals  with  the  best  military  behavior,  lowest 
demotions,  highest  promotion  rate,  and  lowest  times  expelled  from  school. 

Performance  related  to  Intentlons/Attltudes  Toward  Reenllstment 

Holz  and  Schreiber  (1977)  obtained  data  on  460  first  term  and  236  non- 
first  term  Army  true  volunteers.  The  performance  data  consisted  of  self 
reported  pro-service  delinquency  and  Army  dlsclpllnary/performance  measures 
correlated  with  expressed  career  Intentions.  The  results  of  the  correlation 
una lysis  indicated  that  all  the  significant  disciplinary  performance  measures 
were  negatively  related  to  career  intentions.  Specifically  for  first  term 
enlisted  personnel,  the  following  Delinquency/Dlsclpllne  performance  measures 
were  negatively  related  to  Army  Career  Intentions;  minor  pre-service  dolln- 
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quency  index  (r^  " .036);  number  of  tlmea  AWOL  (r^  ■ .019);  number  of 
Article  15' 8 (r^  ■ .029);  and  number  of  rank  reductions  (r^  ■ .029). 

For  the  nonflrst  term  enlisted  sample,  Che  following  performance  measures 
were  also  negatively  related  to  expressed  career  intentions:  number  of 
school  suspensions  (r^  ••  .029);  minor  pre-service  delinquency  Index 
(r^  .063);  and  major  pro-service  delinquency  Index  (r^  .044).  The 

number  of  commendations  was  positively  related  to  career  Intentions  for  Che 
non-first  term  sample  and  was  also  the  best  performance  predictor  of  the  group 
(r^  ••  .144).  The  total  regression  equation  accounted  for  30X  of  the  variance. 
No  performance  predictors  were  In  the  equation.  The  non-first  term  sample 
total  regression  equation  accounted  for  38X  of  the  variance  In  reenllstmcnC 
Intention.  In  this  equation,  the  number  of  commendations  was  the  only  per- 
formance variable  and  It  accounted  for  3X  of  the  variance. 

Performance  Related  to  Recommendation  for  Reenlistment 

Flag  (1969)  was  previously  reviewed  several  times  In  this  report. 

Several  performance  measures  were  obtained  at  each  stage.  The  following 

significant  findings  were  reported:  the  number  of  expulsions  from  school 

were  negatively  related  to  Che  effectiveness  criterion  at  Stages  A,  B,  and 

D (r^  ••  .015,  .017,  .007),  respectively,  but  positively  related  at  Stage 

C (r^  ■■  .015).  Number  of  arrests  and  weekly  test  scores  were  positively 

related  to  the  criterion  (r^  > .002  and  .006,  respectively)  at  Stage  C 

only.  Ratings  by  the  division  officer,  pay  grade,  and  the  semi-annual  marks 

were  positively  related  to  the  criterion  at  Stage  D (r  ■ .019,  .02,  and 

.018,  respectively).  Fleet  disciplinary  action  was  negatively  related 
2 

only  at  Stage  D (r  ■ 


.015) . 
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Performance  Related  to  Criteria  Unrelated  to  Withdrawal 

Flag  et  al.  (1969)  used  an  effectiveness  measure  as  the  criterion  in 
a sample  of  11,000  sailors  and  13,000  Marines.  The  results  of  the  correlation 
analysis  for  the  Category  IV  Marines  found  the  number  of  arrests  and  number 
of  expulsions  were  negatively  related  to  the  criterion.  Conduct  and 
proficiency  marks,  pay  grade,  semi-annual  marks,  and  more  favorable  division 
officer  ratings  were  also  lower  than  for  average  Marines.  The  Category  IV 
Marines  also  had  more  disciplinary  actions  taken  against  them  ("office  hours" 
and  "court-martials")  than  did  the  avorage.  The  regression  analysis  accounted 
for  9.6X  of  the  variance  in  performance. 

Summary-Performance 

Performance  variables,  which  include  both  performance  before  entry 
into  the  service,  and  performance  while  in  the  service,  appear  to  add  a 
small  amount  to  prediction  of  the  criteria  reviewed  in  this  section.  Refer 
to  Table  11  for  a summary  of  results.  The  research  results  indicate  that 
performance  Is  a predictor  of  the  specified  criteria.  However,  the  amount 
of  variance  accounted  for  is  relatively  small. 
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Conclusions  of  the  Literature  Review 


Seventy  six  military  studies  were  reviewed  that  dealt  with  the  enlist- 
ment , reenlistment,  and/or  withdrawal  process.  An  attempt  was  made  to 
evaluate  critically  the  contribution  of  the  research  to  a meaningful  under- 
standing of  the  various  processes. 

Because  of  the  large  sample  sizes  normally  used  in  military  research, 
statistical  significance  was  Ignored.  In  place  of  statistical  significance, 
the  "amount  of  variance  accounted  for"  was  chosen  as  the  evaluation  criterion. 
This  criterion  is  appropriate  because  it  gives  a meaningful  indication  of 
the  predictability  of  the  results  of  the  various  studies.  As  an  example  of 
the  disparity  between  "statistical  significance"  and  "amount  of  variance 
accounted  for,"  readers  may  look  through  many  of  the  studies  and  find  that 
a predictor  is  statistically  significant  and  yet  account  for  a very  small 
percent  of  the  variance.  Individuals  in  the  military  services  who  ate  re- 
quired to  make  oz  implement  policy  decisions  based  on  research  studies  need 
to  know  the  most  likely  effect  of  their  decisions.  It  is  the  contention  of 
this  review  that  the  "amount  of  variance  accounted  for"  best  provides  this 
information. 

Eleven  categories  of  Independent  variables  were  evaluated  economic/ 
incentives,  organization  practices,  organization  climate,  job  content, 
satisfaction,  Intentions,  expectations,  demographic/blogiaphic , psychological, 
aptitude,  and  performance.  Within  each  of  the  eleven  categories,  variations 
existed  in  the  specific  definitions  of  the  topic  by  the  researcher (s) . 

However,  the  classification  system  was  broad  enough  that  each  study  was  able 
to  be  classified.  Many  of  the  studies  appeared  in  several  of  the  categories. 
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For  this  reason,  when  possible,  the  amount  of  variance  accounted  for  was 
stated  not  only  for  the  total  study,  but  also  for  the  specific  category 
of  independent  variable. 

Research  is  appropriate  for  establishing  policy  and  subsequent 
decisions  under  two  conditions:  adequate  research  design  and  a substantial 
amount  of  variance  accounted  for  in  a meaningful  dependent  variable. 

Throughout  the  literature  review,  evaluations  were  made  of  many  of  the 
research  methodologies.  One  of  the  basic  conclusions  of  this  study  and 
in  summary  of  the  individual  methodological  critiques,  future  researchers 
are  urged  to  evaluate  critically  research  design.  Specific  attention 
should  be  given  to  sample  representativeness  and/or  stratified  random 
samples,  the  Inclusion  of  behavioral  measures,  the  use  of  longitudinal 
designs,  the  inclusion  of  meaningful  performance  variables,  the  development 
and  uae  of  standardised  and  validated  attitude  measures,  and  the  use  of 
appropriate  and  meaningful  multi-variate  statistics.  Careful  attention 
should  be  focused  on  meeting  the  assumptions  of  each  statistical  test. 

In  addition,  it  is  recommended  that  future  researchers  provide  "Management 
Summary"  sections  in  which  the  "actual"  results  of  the  study  are  stated  in 
terms  understandable  to  potential  users  of  the  study. 

VHien  the  research  design  is  adequate,  potential  users  of  the  research 
may  make  decisions  not  only  on  studies  that  account  for  a high  percent  of 
the  variance,  but  also  studies  that  account  for  minimal  variance.  Under  these 
conditions,  failure  of  studies  to  predict  should  be  considered  as  equally 
acceptable  evidence  of  meaningful  research.  Future  research  can  be  built  on 
both  predictive  and  non-predlctive  studies  - but  only  when  Che  research  design 
is  acceptable. 
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With  the  exception  of  the  Economic/Incentive  category,  the  remaining 
Independent  variables  accounted  for  small  amounts  of  variance.  The  second 
basic  conclusion  of  this  study  Is  that  the  enlistment,  reenllstment , and/or 
withdrawal  procesa  la  clearly  multl-'varlate  In  nature.  That  la.  It  Is 
unlikely  that  variables  representing  any  one  of  the  remaining  ten  categories 
will  account  for  a substantial  amount  of  variance  by  itself.  Therefore, 
the  need  Is  to  Include  the  broadest  possible  spectrum  of  predictors  to 
Increase  the  amount  of  variance  accounted  for. 

The  third  basic  conclusion  of  this  paper  la  that  the  bulk  of  the 
research  has  omitted  two  significant  classes  of  predictors.  The  first  class 
is  data  essentially  beyond  the  control  of  the  military  services,  but  which 
appear  to  be  Important  predictors.  Included  In  this  group  are  the  else  of 
the  population  suitable  for  military  accession,  the  current  and/or  projected 
unemployemnt  rate  among  this  population,  and  the  ratio  of  military  wages 
to  civilian  wages  for  specific  specialties.  With  a few  exceptions,  studies 
using  the  preceding  data  did  not  also  include  the  ten  remaining  categories 
of  predictors.  The  second  basic  class  of  predictor  which  was  entirely 
omitted  from  the  research  studies  reviewed  was  that  of  the  Separation  Policies 
of  the  uepartment  of  Defence,  as  embodied  In  DOD  directive  /I1332.14,  and 
subsequently  reflected  in  the  corresponding  policies  of  the  Army,  Navy, 

Air  Force,  and  Marine  Corps.  Inasmuch  as  these  policies  most  likely  represent 
a major  source  of  variance,  inclusion  In  future  studies  should  be  mandatory. 

The  fourth  basic  conclusion  of  this  study  Is  that  the  bulk  of  the 
studies  do  not  deal  with  dependent  variables  of  primary  Interest  to  the 
military  services.  An  anal^'slu  of  Figure  1 discloses  that  more  than  half 
of  the  studies  were  not  related  to  the  Original  Choice  to  enter  the  military 


122 


services,  attrition  prior  to  completion  of  obligated  service,  or  actual 
reenllstment.  Greater  emphasis  should  be  placed  on  research  studies  In 
the  preceding  three  categories. 

Fast  research  provides  a meaningful  door  for  future  research.  The 
purpose  of  this  critical  analysis  of  past  rssaarch  Is  to  attempt  to 
provide  guidelines  for  building  on  both  the  strengths  and  weaknssses  of 
previous  studies,  Research,  like  technology,  builds  slowly  on  the  foundations 
of  previous  successes  and  failures.  Without  success,  there  Is  no  progress! 
Without  failure,  there  Is  no  progress!  This  paper  Is  respectfully  dedicated 
to  building  a meaningful  bridge  to  assist  future  military  researchers  to 
provide  the  research  so  vitally  necessary  to  the  effective  management  of 
the  military  services. 
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Due  to  the  late  addition  of  several  references,  the  numbering 
system  used  in  Figure  1 (Page  4A)  of.  the  referenced  Technical  Report 
is  out  of  sequence. 

Please  substitute  the  enclosed  revised  Figure  1 in  your  copy 
of  the  report. 


